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Problem
The concept of burnout is expressed as a syndrome evidenced by chronic
exhaustion, depersonalization, and a lack of personal accomplishment. Burnout or work
burnout syndrome is conceptualized as a prolonged process of emotional fatigue,
involving loss of motivation and expectations, generating a feeling of failure affecting
personal, work, and social levels (Maslach et al., 2001). Victims of burnout usually
become exhausted, cynical about work-related matters, and question their capacity or
ability to perform. Job burnout includes feeling exhausted physically, emotionally, and or
mentally in the context of work (Maslach & Jackson, 1981).
The demanding profession of school psychology has subjected practitioners to
excessive caseloads, insufficient resources, lack of control in decision-making, limited

administrative support, and resistant parents and teachers (Boccio et al., 2016, Dixon &
Burns, 2012; Huebner et al., 2002; Lee et al., 2011). These factors have contributed to
burnout, high attrition rates, and the shortage of school psychologists. George Levi et al.,
(2020), indicated a high risk for burnout among school psychologists due to their varied
job responsibilities, especially caring for the more vulnerable. Along with these factors
some researchers asserted that gender, years of experience, age, marital status, selfefficacy, and job satisfaction have influenced the level of burnout among human service
providers. Prompted by previous studies, self-efficacy and job satisfaction were examined
as predictors of burnout among school psychologists in the Midwest United States.
Methodology
A quantitative research design was employed to predict the value of a single
dependent variable, i.e., burnout, from a linear combination of independent variables: (a)
self-efficacy and (b) job satisfaction. A cross-sectional design assessed the relationship
between self-efficacy and job satisfaction in predicting school psychologists’ burnout.
The sample included 206 participants, who completed three surveys: The Maslach
Burnout Inventory--Human Service Survey, the General Self-Efficacy Scale, and the
Minnesota Satisfaction Questionnaire--Short Form. Demographic information included
age, gender, years of experience, marital status, and state in which they worked. The state
where they worked was removed from the analyses because it was a criterion for
participation. Multiple regression analysis was conducted to answer three research
questions: (a) Is there a relationship between self-efficacy and burnout among school
psychologists in the Midwest United States? (b) Is there a relationship between job
satisfaction and burnout among school psychologist in the Midwest United States? (c)

Does self-efficacy and job satisfaction predict burnout among school psychologists in the
Midwest United States, when age, years of experience, gender, and marital status are
controlled?
Findings
Three levels of analysis were employed. The univariate analysis generated
descriptive statistics while the bivariate and multivariate analyses were used to test the
null hypothesis and answer the research questions. Descriptive findings reported that
respondents included 164 females (79.6%) and 42 males (20.4%). Of the 206 respondents
164 reported that they were married (79.6%), 28 single 13.6%), 12 divorced (5.8%) and 2
widowed (1%). Years of service among the respondents ranged from less than one year to
42 years of service while participant birth years ranged from 1949 to 1997.
Bivariate findings (ANOVA) indicated the difference between burnout and
marital status was significant (p = 0.02); single participants experienced the most burnout
while widowed school psychologists experienced the least burnout. The difference
between school psychologist burnout and gender was assessed using an independent
samples t-test and a Welch’s test of unequal variances; no differences were observed
between males and females for this variable, t (204) = -0.226, p = 0.822.
An analysis between burnout and years of experience employed a one-way
ANOVA, which indicated the difference between burnout and years of experience was
significant (p = 0.029). Significance was found between groups 2 (10-14 years of work
experience, or those classified as juniors for the purpose of this research) and 3 (15-24
years of work experience, or those classified as midcareer) when an analysis of the
differences was conducted. A Pearson's correlation was conducted to examine the

relationship between school psychologists’ burnout and age, and revealed a significant
inverse negative correlation, r = -0.188, p = 0.007, suggesting that burnout decreases with
age. Apparently, younger school psychologists experienced more burnout than older
colleagues.
Multivariate analysis confirmed that the demographic variables age, work
experience, and marital status, though significant in the bivariate analyses, were not
significant contributors to the regression model. Self-efficacy and job satisfaction were
found to be significant. Findings included a model which explained approximately 38%
(adjusted R square) of the variance and was a good fit, F (13,192) = 10.498, p = .000).
Thus, while self-efficacy and job satisfaction are good predictors of burnout, only selfefficacy acted as a buffer against burnout among school psychologists in the Midwest
United States.
Conclusion
In summary, this study revealed that school psychologists classified as early
career and juniors reported higher levels of burnout when compared to the senior group.
Higher levels of burnout were reported among school psychologists who were not
married, compared to their married or partnered counterparts. Another conclusion was
that school psychologists’ self-efficacy predicted burnout; school psychologists with
higher self-efficacy had lower burnout levels. Burnout among school psychologists was
influenced by job satisfaction; however, contrary to expectations, higher burnout levels
were found in those with higher job satisfaction.
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CHAPTER 1
INTRODUCTION
Introduction and Background
Burnout is an interesting phenomenon that occurs among professionals in many
fields. Maslach and Jackson (1981) explained that burnout is a syndrome faced by people
who work with more vulnerable populations (such as psychologists, social workers, or
professional counselors), where emotional exhaustion and cynicism are experienced.
Burnout, a phenomenon prevalent in human services professionals, has three dimensions:
(a) emotional exhaustion, where one is overwhelmed or exhausted from job
responsibilities; (b) depersonalization, or loss of empathy for clients; and (c) reduced
personal accomplishment or the sense of not being able to make a difference. Although
burnout may look like stress or depression, the terms are not synonymous. Burnout is
unique because it is derived from occupational conditions or work-related issues.
Research on the causes of burnout were categorized as work-related factors,
organizational factors, demographic factors and personality factors. Keinan & Melamed
(1987) and George-Levi, et al. (2020) explained that work-related factors included
overload, time pressure, and many emotional demands. Organizational factors were rigid
hierarchies, demanding values, and the structural management of the organization.
Examples of demographic factors were gender, age, and education. Personality
characteristics such as perfectionism, pessimism, and high excitability were also risk
factors for developing burnout symptoms (Alarcon et al., 2009).
1

Burnout impacts mental health, work relationships, and family life. The
phenomenon is responsible for increasing worker turnover rate, contributing to higher
attrition rates and decreasing job effectiveness (Carlson et al., 2012; Huebner, 1992;
Rupert & Morgan, 2005), causing physical and psychological difficulties and unhappy
clientele, all of which have the potential to harm clients and the organization. As Huebner
(1993) stated, “the practice of school psychology results in considerable professional
distress and reduced morale for a significant number of school psychologists” (p. 106).
These findings explain why many school psychologists have been experiencing burnout,
leaving the job, or not performing at optimal levels. The school psychology profession
has experienced a shortage of personnel for many years; this shortage is expected to
continue through 2025 (Castillo et al., 2014). The National Association of School
Psychologists (NASP) (2017), raised concerns about the insufficient number of personnel
to meet the needs of students within the US. They were also concerned about the short
supply of new university graduates when compared to demand in various states.
The role of the school psychologist has evolved since its initial introduction in the
1990s. School psychologist roles have expanded beyond being “gatekeepers” with testing
being the focus, and now include consulting with teachers and parents, counseling
students, making recommendations for functional schoolwide practices, making
educational recommendations, and assisting in the development of educational plans.
However, this diversity and larger scope of services has been threatened by the limited
number of school psychologists available. Boccio et al. (2016), explained that the
dwindling workforce and higher student-to-psychologist ratios threaten the diversity of
support offered to students and their families. Other researchers have also suggested that
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a scarcity of school psychology personnel may limit or narrow the variety of services that
can be provided, including those that promote comprehensive mental health (Davis et al.,
2004).
Proctor and Steadman (2003) conducted a survey of 63 school psychologists, and
concluded that burnout was an unacknowledged problem in the field of school
psychology and may worsen as the shortage of school psychologists increases. The
professional demands of school psychologists include (a) heavy time-consuming report
writing, (b) high student caseload, and (c) pressure to complete cases within stringent
state and federal time limits (Curtis et al., 2012). This pressure has led to burnout for
many, resulting in an exodus of professionals from the field.
Several factors contribute to the shortages in the field. Retirement of professionals
adds to this shortage, because of an uneven balance between the numbers retiring and the
numbers entering the field. Projections of personnel shortfalls typically emphasize the
“graying of the field” with an aging workforce approaching retirement (Boccio et al.,
2016). Attrition for reasons other than retirement has been factored into the shortage
predictions, estimated to constitute 5% of those exiting the field (Castillo et al., 2014).
However, all suspected causes of attrition have not been fully investigated, since many of
the studies of school psychologists are over two decades old.
Job satisfaction among school psychologists may be affected by the occupational
pressures; negative personal and environmental experiences might contribute to
hardworking school psychology professionals experiencing burnout. The added demands,
roles, and responsibilities placed on school psychologists’ self-efficacy beliefs may also
contribute to burnout in the field. If these factors can be shown to have merit, efforts to
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remedy burnout of school psychologists could focus ways to ameliorate unfavorable
factors affecting job satisfaction and self-efficacy beliefs.
Multiple theories have sought to explain the phenomenon of burnout and its
connections to self-efficacy and job satisfaction. Hobfoll and Lilly (1993) used the
conservation of resources theory to explain burnout and its connections to other variables.
The theory explained that people aim to keep, maintain, increase, and protect their
resources (Hobfoll 1989). He explained that loss of these resources leads to stress and
eventual burnout. In this theory, resources are defined operationally as (a) objects
(tangible, physical valuable properties), (b) conditions (job advancement, tenure,
seniority), (c) personal (self-efficacy, self-esteem, love, sense of mastery), and (d)
energetic (extra time, money, knowledge). These are qualities which individuals’ value,
together with the means for acquiring these objects or qualities (Hobfoll & Lilly, 1993).
According to the conservation of resources theory, people with greater resources
such as higher self-efficacy are less at risk of resource loss and more capable of resource
gain or recovery than those with fewer resources. Conversely, individuals who have
fewer resources such as a low self-efficacy belief are at a greater risk of resource loss and
inability of resource gain in the future. Wright & Hobfoll (2004) observed that employees
experiencing high levels of stress or burnout reported lower levels of job satisfaction. The
theory suggests that the loss of resources (self-efficacy) initiates burnout resulting in
depletion of conditions such as job satisfaction.
The job demands-control model of occupational stress by Karasek and Theorell
(1990) explained the connections between burnout, self-efficacy, and job satisfaction.
This theory suggests that individual job demand and levels of control affect occupational

4

stress. Karasek and Theorell explained that when job demands are high but individuals
have low levels of self-efficacy, the likelihood of burnout is increased. Karasek (1979),
indicated that the level of job-related stress was moderated by the amount of job control
or decision latitude a person has been allowed.
Another theory which explains the connections among burnout, self-efficacy, and
job satisfaction is the person-environment fit theory, which suggested that stress results
from an incompatible fit between an individual’s goals, values, or abilities and the
supplies or demands required to do the job (French et al., 1982). This theory explained
that burnout occurs because of a discrepancy between the demands of the job and one's
ability, capability, or self-efficacy. When this happens, the ultimate result would be job
dissatisfaction, which suggests that the person was not a good fit for the job.
Rationale for the Study
Each year, thousands leave the field of education, stressed and disillusioned as a
result of burnout (Ingersoll, 2001). In recent decades there has been an increased outflow
of school psychologists in the US, a shortage felt across the country. While retirement
contributes to attrition, many others have left because of frustration. Kaiser et al. (2002)
stated that the outflow of school psychologists, resulting in nation-wide shortages,
occurred at a time when the mental health and behavioral needs of students increased
across the country, especially in early childhood and the lower elementary grades.
In Ohio, the Interuniversity Council and the Ohio School Psychologists
Association, formed a task force to identify the severity of school psychologist shortages
and make recommendations to attract new recruits and assist retention. Brennan et al.
(2016) reported that 10,591 to 11,926 students were being underserved and there were
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119 to 134 unfilled school psychologist positions during the 2015/2016 school year. The
task force then estimated there would be growth in the underserved students and in
unfilled school psychologist positions by more than fifty percent within the following
five years. The Michigan and Ohio school psychologist associations have adopted the
“Grow Your Own” program to help school districts recruit and retain school
psychologists, offering financial incentives to assist graduate students with tuition for
programs in school psychology. This initiative seeks to decrease the shortage of school
psychologists in these states. In Minnesota, districts are asking retired school
psychologists to return to the profession and have increased the number of school
psychology positions (Weyhe, 2016). The Kansas Association of School Psychologists
(KASP) (2017) reported that in Kansas, increased demand for special education and
mental health services in the school system have caused educators in all positions to retire
earlier than expected or to seek employment in other states. The NASP, in their 2020
membership report, stated the national average school psychologist to student ratio was
1:1,233; the recommended ratio for optimal service performance was 1:500.
This study sought to investigate the relationship among burnout, job satisfaction,
and self-efficacy among school psychologists in Midwest United Sates. Previous studies
addressed some of these variables, but there was limited current research on the three
variables chosen for this study. Studies dealt with burnout among school psychologists
(Dixon & Burns, 2012; Huberty & Huebner, 1988; Huebner, 1992, 1993, 1994; Mills &
Huebner, 1998; Niebrugee, 1994; Pierson-Hubeny & Archambault, 1987; Proctor &
Steadman, 2003; Reiner & Hartshorne, 1982; Sandoval, 1993); however, the variables of
self-efficacy and job satisfaction were not the focus. Most of the literature was more than
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two decades old, whether or not it contained all these variables. Some studies included
burnout and self-efficacy (Alarcon et al., 2009; Alessandri et al. 2018; Brown 2012;
Gündüz, 2012; O’Brennan et al. 2017; Pas et al., 2012; Shoji et al., 2016; Skaalvik &
Skaalvik, 2010); however, these studies were not specific to school psychologists. Only a
few studies dealt with burnout and self-efficacy among the school psychology population
(Mackonienė & Norvilė, 2012; Raižienė & Bakšytė,, 2010;). A review of the literature
found a few studies examining the variables of burnout and job satisfaction among school
psychologists (Anderson et al., 1984; Huebner, 1992; Mackonienė & Norvilė, 2012;
Schilling et al., 2018; VanVoorhis & Levinson 2006; Wilczenski, 1997; Worrell et al.,
2006). Despite evidence of research including the three variables, only one study among
school psychologists used all three variables (Mackonienė & Norvilė, 2012); however,
the study was not conducted in the US. Thus, this study of school psychologists was
unique because of the paucity of research among the school psychologist population in
the United States, on the interaction among all three variables (burnout, self-efficacy, and
job satisfaction).
Purpose of the Study
The purpose of this study was to investigate the extent to which self-efficacy and
job satisfaction predicted burnout among school psychologists in the Midwest United
States, when age, gender, years of experience, and marital status, were controlled.
The Statement of the Problem
School psychology is a demanding profession with a job description listing
several service activities which may lead to occupational stress or burnout. Practitioners
may be subject to excessive caseloads, insufficient resources, lack of control in decision7

making, limited administrative support, and resistant parents and teachers (Boccio et al.,
2016, Dixon & Burns, 2012; Huebner et al., 2002; Lee et al., 2011).
Previous studies indicated a high-risk potential for burnout among school
psychologists due to their varied job responsibilities, especially in the role of caring for
the more vulnerable (George-Levi et al., 2020). The attrition rate for practicing school
psychologists, one potential outcome of job burnout, was estimated to be around 5%
annually (Lund et al., 1998). Earlier studies indicated that school psychologists had a
general high degree of job satisfaction previously. However, the various pressures being
placed on school psychologists and the more extensive job description may have affected
job satisfaction and contributed to burnout. With this information in mind, hypotheses
suggest that more recent estimates of burnout and job dissatisfaction among school
psychologists may be higher (Schilling et al., 2018).
Theoretical Framework
This research was framed by the social cognitive theory (SCT) of Albert Bandura
an influential social cognitive psychologist. He was best known for his Bobo doll
experiments, social learning theory, and the concept of self-efficacy. Professor Bandura
was an innovative scholar whose pioneering work in SCT served as a rich resource for
academicians, practitioners, and policy makers across disciplinary lines.
SCT emphasizes the psychological mechanisms of human functioning which
make people active agents in their life course (Bandura, 1999). The emphasis of this
theory hinges on elements of personal agency, such as forethought, self-regulation, and
self-reflectiveness (Bandura, 2001). In the following section, the relationships among the
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research variables, i.e., self-efficacy and SCT; job satisfaction and SCT; burnout and
SCT; and self-efficacy, job satisfaction, burnout, and SCT, were explored.
Self-Efficacy and Social Cognitive Theory
The relationship between burnout and self-efficacy has been addressed in several
studies, using measures of general self-efficacy (Alarcon et al., 2009; Shoji et al., 2016).
These studies showed that individuals with higher self-efficacy beliefs in their ability to
manage negative emotions report less negative affect, anxiety, and depression (Alessandri
et al., 2018). The theory of self-efficacy, derived from Bandura, maintains that individual
beliefs in their own capability determines their ability to succeed in forthcoming
instances (Bandura, 1982). In Bandura’s proposal, the sources of self-efficacy include (a)
mastery of experiences, (b) social modeling, (c) verbal/social persuasion, and (d)
psychological responses. SCT can explain the relationship between burnout and selfefficacy. According to Bandura (1982), people with low self-efficacy were more prone to
burnout, whereas people with a strong or high self-efficacy were less prone to burnout.
The framework of SCT emphasized person-environment interactions from
learning experiences which in turn influence self-efficacy and goal expectations. SCT
postulated four sources of information contributing to self-efficacy: (a) personal success
experiences, (b) exposure to successful role models, (c) social and verbal persuasive
communications, and (d) positive affective reactions (Lent et al., 1994).
Job Satisfaction and Social Cognitive Theory
Bandura (1986) indicated that in relation to job satisfaction, self-efficacy guided
individual beliefs that they could accomplish work-related activities successfully.
Bandura further stated that goal-directed behaviors were influenced by self-efficacy. Lent
9

et al. (1994), confirmed that there was a direct relationship between work satisfaction and
self-efficacy. SCT, as proposed by Bandura, suggested that individuals with high efficacy
set realistic goals and pursued them, because they believed they had the capability to
complete them.
Bandura’s SCT can be linked to other theoretical models in the explanation of job
satisfaction. Lent et al. (1994) hypothesized that individual self-efficacy for performing
career-relevant tasks and the anticipated outcome expectations of performing these tasks
would predict an individual’s career interests, goals, and actions taken to undertake these
goals directly. Consequently, these researchers hypothesized an individual’s performance
would be the direct result of their actions aimed at achieving their goals.
Grounded in Bandura's SCT, the social cognitive career theory (SCCT) developed
by Lent and Brown (2008) suggested that learning occurs through interacting with others
and the environment. The SCCT incorporated influences from personal, environmental,
and learning experiences and the reciprocal interactions of person factors and
environmental elements in shaping career behaviors. Thus, a heavy weight was placed on
the capacity to regulate oneself, to be motivated, to self-direct learning, and to set goals to
achieve the desired outcome and effect behavioral change.
Lent and Brown (2008) adapted the SCCT to examine job/work satisfaction. They
explained that personality traits, affective traits, environmental supports, resources, and
obstacles influence work satisfaction directly. According to SCCT theory, self-efficacy
was a central concept describing one’s beliefs about the ability to achieve, and usually
was assessed as one’s self-appraisal of competence to deal successfully with job
demands. Individuals with higher self-efficacy are more likely to take an active approach
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when confronted with stressful work conditions and to implement solutions, when
compared with individuals with lower levels of self-efficacy. Higher self-efficacy has
been associated with higher job satisfaction (Judge & Bono, 2001). In other words,
workers who believe in their ability to handle job demands cope more effectively with
stress and burnout and are more content in their jobs.
Burnout and Social Cognitive Theory
Bandura (1997) explained that SCT was grounded on the psychological facets that
make people active agents of their life course. This perspective suggests that people can
shape, create, and manipulate courses in their life to produce desired outcomes (Bandura
1999). Thus, self-efficacy, as supported by SCT, plays an important role in managing
negative or stressful situations, thus managing burnout. As Alessandri et al. (2018)
explained, workers with self-efficacy awareness knew their capabilities and
competencies, and formulated realistic goals, thus avoiding burnout. SCT assumes that
“the associations between self-efficacy and burnout should be similar across populations,
regardless of age, gender, or culture, but depend on individual past experiences”
(Bandura 1997; & Shoji et al. 2016, p. 369). These theorists believed that age, years of
experience, and other factors would depend on the opportunities one has been given for
mastery.
Alessandri et al. (2018) suggested that worker self-efficacy beliefs in their ability
to manage negative emotions associated with work was associated with their belief in
their capabilities to recover from or avoid overwhelming situations. Studies addressing
relationships between burnout and self-efficacy beliefs identify a negative relationship, in
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that high self-efficacy belief seemed to be correlated with low burnout levels, while low
self-efficacy beliefs seem to be a risk factor for burnout.
Self-Efficacy, Job Satisfaction, Burnout, and Social
Cognitive Theory
Connections between self-efficacy, job satisfaction, burnout and SCT have been
observed. Bandura's (1997) theory was an important component of the conceptual
framework of the current study as it explained human motivation and behavior in
different environments, inclusive of the workplace. In Bandura's (1997) words,
"Perceived self-efficacy is concerned with judgments of personal capability . . . " (p. 11).
We can rationalize that, when completing a job, a person with high self-efficacy will be
satisfied with the job; these capabilities will assist in the avoidance of burnout. Bandura
(1997) explained that SCT predicted that a person with high self-efficacy for a particular
activity was likely to approach it positively and persevere in the activity despite
drawbacks. Therefore, even in challenging job situations, persons with high self-efficacy
approach the challenge in ways that avoided burnout and dissatisfaction on the job.
Bandura’s (1997) concept of SCT identified four principal sources of selfefficacy. The first and strongest was mastery experiences. For example, a school
psychologist who conducted a cognitive assessment successfully was likely to have
developed relatively high self-efficacy in so doing. Thus, he or she would become
satisfied and experience low to no levels of emotional exhaustion or depersonalization,
with a high level of personal accomplishment. Ayres et al. (2004) found that effective
teachers were highly experienced and had built up many coping resources over time.
However, mastery experiences may not be available to new school psychologists so the
second strongest source of self-efficacy, vicarious experience may be applicable.
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Learning by observing others in both positive and negative outcomes helps to build one’s
competencies and confidence (Bandura 1997). In their principles for professional
practice, The National Association of School Psychologists (2010) outlined that during
mandatory practicum and internship school psychologists shadow supervisors to gain
necessary skills for carrying out the job. Mentorship programs are available and informal
modeling by peers have been demonstrated to be instrumental sources of obtaining
knowledge.
The third source of self-efficacy was social persuasion (Bandura 1997). Selfefficacy beliefs among school psychologists are affected by persuasion and
encouragement of others in the field. Conversely, if peers routinely explain how
impossible their task is and suggest that no one can complete it, the lower the chances are
that the onlooker will want to take up the challenge, be satisfied in the job, and avoid
burnout. Ganster et al. (1986) found that social support from supervisors and coworkers
were strongly and negatively associated with workplace stress. The fourth and weakest
source of self-efficacy was physiological and affective states (Bandura 1999). One may
deduce that if while doing a task one experiences negative physical and affective arousal,
then one is not capable of carrying out the job. These effects may include a racing heart,
profuse perspiration, shaking, or stammering. Individuals may interpret this as evidence
of their inability to carry out the job, paralleling low self-efficacy, thus causing job stress
and eventual burnout (Bandura 1997). Thus, we can make the connection that high selfefficacy beliefs are associated with job satisfaction and avoidance of burnout, while low
self-efficacy levels contribute to job dissatisfaction and burnout.
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Research Questions
Question 1: Is there a relationship between self-efficacy and burnout among
school psychologists in the Midwest United States?
Question 2: Is there a relationship between job satisfaction and burnout among
school psychologists in the Midwest United States?
Question 3: Do self-efficacy and job satisfaction predict burnout among school
psychologists in the Midwest United States, when age, years of experience,
gender, and marital status are controlled?
Null Hypotheses
1. Self-efficacy does not predict burnout among school psychologists in the
Midwest United States.
2. Job satisfaction does not predict burnout among school psychologists in the
Midwest United States.
3. Self-efficacy and job satisfaction do not predict burnout among school
psychologists in the Midwest United States, when age, years of experience,
gender and marital status, are controlled.
Significance of the Study
School psychologists play a key role in effective running of the school system.
Their duties require interaction with administrators, teachers, students, and parents. The
role of the school psychologist now goes beyond the traditional role of assessment. The
more extensive tasks of school psychologists require them to work as liaisons between
school and community services, make presentations or conduct workshops, coordinate
testing programs, assist teachers with research-based academic and behavioral
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interventions, and be available for consultations and collaboration with teachers. In
addition to these services, school psychologists have the challenging task of counseling
and advocating for children and adolescents through periods of crisis or personal trauma.
Since burnout impacts the quality and efficiency of the services provided by
school psychologists, school administrators must work assiduously to create programs
and systems which will maximize and enhance their professional contributions to
students, school administrators, parents, and other educational stakeholders.
This study will add to the growing consensus of knowledge regarding correlates
of burnout among school psychologists, including those of self-efficacy and job
satisfaction. Hopefully, findings from this study will stimulate further discussion and
dialogue among school administrators and school psychology professionals, on strategies
to reduce job-related stressors which may ultimately lead to burnout.
Definition of Key Terms
Burnout: Burnout is defined as a syndrome expressed by chronic exhaustion,
depersonalization and a lack of personal accomplishment. It is usually defined as “. . . a
state of exhaustion in which one is cynical about the value of one’s occupation and
doubtful of one’s capacity to perform” (Maslach et al., 1996, p. 20). Burnout or work
burnout syndrome is conceptualized as a prolonged process of emotional fatigue, which
involves the loss of motivation and expectations, generating a feeling of failure affecting
personal, work, and social levels (Maslach et al., 2001). Job burnout includes feeling
exhausted physically, emotionally and or mentally in the context of work (Maslach &
Jackson, 1981).
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Depersonalization: Depersonalization is characterized by the adoption of callous
and overly detached attitudes toward clients, including the belief that clients are to blame
for their difficulties (Maslach & Jackson 1986). The response to one’s job is negative,
hostile, and excessively detached. Further, Wright and Cropanzano (1998) define
depersonalization as insensitive behaviors linked to dehumanization, revealed by negative
attitudes, even hostility towards work, students, clients, or colleagues. Maslach et al.,
(2012), explain that the depersonalization dimension of burnout represents the
interpersonal aspect and is usually a direct result of emotional exhaustion.
Emotional Exhaustion: Emotional exhaustion is reflected in feelings of being
emotionally overextended, enervated, or drained by occupational demands (Maslach &
Jackson 1986). Wright and Cropanzano (1998) and Maslach et al., (2012) defined
emotional exhaustion as a long-lasting state of physical and emotional drainage which
could be triggered by elevated job expectations, personal demands, and stress. This may
be a result when service providers neglect self-care while providing intensive care for
others. Maslach et al., (2012) reported that the exhaustion component of burnout reflects
individual stress dimensions.
Reduced Personal Accomplishment: Reduced personal accomplishment can be
viewed as an impaired feeling of self-fulfillment as well as lower self-evaluation of
effectiveness in the work role. A diminished sense of personal accomplishment is
evidenced by negative judgments regarding one’s efforts, skills, and professional
achievements (Maslach & Jackson 1986). Maslach et al. (2012) explained that
individuals who are low on this dimension generally evaluate themselves as ineffective,
perceive a decline in their productivity, and experience feelings of inadequacy regarding
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their ability to assist their clients. The diminished personal accomplishment dimension of
burnout is explained through the eyes of self-evaluation.
Self-Efficacy: Self-efficacy can be defined as the confidence that a person has in
his/her ability to perform a task successfully (Mackonienė & Norvilė, 2012). Bandura
(1977) defined self-efficacy expectancy as the expectancy that one can produce a
behavior to attain the desired outcomes of performance. Self-efficacy hinges heavily on
one’s belief rather than on their actual ability to complete a task. Self-efficacy can affect
individual thinking, feeling, and actions, influencing the length of time and the amount of
energy and effort invested in a task (Bandura, 1999).
Job Satisfaction: “Job satisfaction is the pleasurable emotional state resulting
from the appraisal of one’s job as achieving or facilitating the achievement of one’s job
values” (Locke, 1976, p. 1304). Spector (1985) indicated that job satisfaction is an
emotional and perceptual response to the specific characteristic of a job. Locke (1976)
further explained that job satisfaction represents the affective and cognitive response of
an individual toward the job situation. For Locke, three aspects qualify one’s job
satisfaction: (a) one’s perceptions of job aspects, (b) one’s implicit and explicit values
surrounding the job, and (c) the discrepancies between the aforementioned perceptions
and values (Locke, 1976).
Midwest States: According to the US Bureau of Labor Statistics
(https://www.bls.gov/regions/midwest/), Midwest states include Illinois, Indiana, Iowa,
Kansas, Michigan, Minnesota, Missouri, Nebraska, North Dakota, Ohio, South Dakota,
and Wisconsin.
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General Methodology
A cross-sectional quantitative design was used for collection of data. The decision
to use this type of design stems from the main objective of the study, which was to
predict the value of a single dependent variable, burnout, from a linear combination of
independent variables. The cross-sectional quantitative approach was appropriate as a
type of observational research which analyzes data from variables collected at a given
point in time across a sample population or a pre-defined subset. The correlational design
was used in this study to assess the significance of the relationship between self-efficacy
and job satisfaction in predicting burnout among school psychologists.
Regression analysis procedures have the primary purpose of developing an
equation for predicting values on some dependent variable for all members of the
population (Vannatta & Mertler, 2013). Multiple regression analysis was chosen so the
relationships, if any, among the dependent variables, burnout, and the independent
variables, self-efficacy and job satisfaction, could be gauged singularly and collectively.
The null hypotheses of the study were tested using multiple regression analysis. This type
of analysis combined the predictor variables self-efficacy and job satisfaction with the
control variables to determine the joint and individual impact of each on the outcome
variable, burnout.
Use of an online survey platform increased the pool of potential participants in the
region specified. The online survey design also ensured completed surveys were
received, by eliminating the need to mail completed surveys. Use of this method also
increased the speed at which surveys were returned. The target population was school
psychologists currently practicing in the Midwest United States.
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Limitations of the Study
There were three primary limitations to this study. The first was that it should not
be generalized to other occupational groups, since a non-probability sampling technique
was used in selecting the participants for the study. The second limitation was that the
three instruments used contained closed-ended statements, which prevented participants
from provided more detailed responses. The third and final limitation was that data
collected was self-reported. The researcher depended on participant honesty in answering
questions, since there was no other way to verify the answers given.
Delimitations of the Study
This study was delimited to certified/licensed school psychologists in the
Midwestern US. Next, only online completed surveys were included in the study. Finally,
only school psychologists with email addresses listed online in the Midwest United
States, were included in the study.
Organization of the Dissertation
This dissertation is organized into five chapters. Chapter 1 discussed the
background, the research problem, the purpose of the study, and the research questions
answered through this study. Chapter 1 also identified theoretical foundations linking the
variables burnout, self-efficacy, and job satisfaction to each other. The definition of key
terms in the study were stated, as well as the limitations and delimitations of the study.
Chapter 2, a review of the literature, delved into the historical background of the
variables and examined their interrelationships. Included in this chapter were the
antecedents and consequences of burnout and measures of prevention. Theories
surrounding burnout, self-efficacy, and job satisfaction were also examined. Chapter 3
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covered the research methodology, sample selection and size, research design, research
instruments, research questions, research procedure, and the reliability and validity of the
research instruments.
Chapter 4 included results of the statistical analysis of the data. The reliability and
validity of the scales for the sample of school psychologists, were assessed, and the
interactions among the variables were analyzed. The chapter presented the univariate,
bivariate, and multivariate analyses with the findings. Chapter 5 contained a brief
summary of the literature and the results of the analyses generated in Chapter 4.
Discussion on the research questions were included, with recommendations for future
research, and implications for practice.
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CHAPTER 2
LITERATURE REVIEW
In this chapter, current literature related to burnout, self-efficacy, and job
satisfaction was discussed independently and collectively. The review looked at historical
perspectives and theory development, the causes and effects of burnout, and reported the
findings of available research in the field. A review and discussion of current research
was made within the context of social cognitive theory and social cognitive career
theories.
The review addressed the following themes: (a) a historical overview of burnout;
(b) burnout and demographic factors; (c) burnout among psychologists (d) burnout
among school psychologists; (e) an overview of self-efficacy theory; (f) the relationship
between self-efficacy and burnout; (g) self-efficacy and burnout among school
psychologists; (h) a brief historical overview of job satisfaction; (i) job satisfaction and
burnout among school psychologists; (j) the relationship between self-efficacy and
burnout among school psychologists; and (k) the relationships among self-efficacy, job
satisfaction, and burnout among school psychologists.
Literature Search Strategies
The databases used in the search for articles related to this study included
EBSCOhost, ERIC, ProQuest, PsycINFO, Google Scholar, PsychArticles, Psychology
and Behavioral Sciences Collection, and articles derived from the James White Library at
Andrews University. The keywords used included burnout, school psychologist burnout,
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psychologist burnout, work-related burnout, psychologist job satisfaction, job
satisfaction, psychologist self-efficacy, self-efficacy, age and burnout, and length of
service and burnout. Additional keywords included social cognitive theory, self-efficacy
theory, and job satisfaction theory.
A Brief Historical Overview of Burnout
Prior to the coining of the term burnout, there is literary evidence even from
biblical times describing mental exhaustion, depersonalization, and decreased personal
accomplishment in people dedicated to the Lord’s work. The first reference to burnout is
the case of Moses, who after constant bombardment from the children of Israel in the
journey from Egypt to the Promised Land became disillusioned and emotionally
exhausted. In the 4th edition of Das Burnout Syndrome (as cited by Maslach & Schaufeli,
1993) author, Matthias Burisch, argues that burnout cases can be found in the Bible,
including the prophet Elijah who, after winning several victories and performing miracles
in the name of the Lord, breaks down in the face of an impending threat, plunging into
deep despair.
Publication of a case study of Miss Jones, a disillusioned psychiatric nurse in
1952, described a classic example of an individual with burnout. The qualitative research
and documentation by Morris Schwarz and Gwen Will (as cited in Maslach & Schaufeli,
1993) did not use the term burnout, but their in-depth case description fits very well with
the present-day notion of burnout. The case of Miss Jones is considered to be the first
publication of burnout in a professional journal as the case study not only describes the
process of burning out that took place gradually in Miss Jones but also documents low
morale among the hospital staff and its effects on patient care (Maslach & Schaufeli,
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1993). In the publication the authors document Miss Jones’ sense of low morale, her high
level of cynicism, and her alienation from her patients.
Another example was Graham Greene’s “The Burnt-Out Case” reported in 1960
and republished in 2004. This novel identified a world-famous architect, Querry, who
quit his job and moved to Africa to live in a leper colony. Greene described Querry as
disillusioned, melancholic, fatigued, cynical, and suffering from apathy. The descriptive
behavior of this character fits well with current descriptions of burnout.
Though the description of burnout was present in previous studies, wide
attribution of the term goes to Herbert Freudenberger, a psychiatrist, who first coined the
term "burnout" in 1974 while conducting research in New York City (Wood &
McCarthy, 2002). He used the term to describe the gradual emotional depletion, loss of
motivation, and reduced commitment among volunteers at the St. Mark’s Free Clinic in
New York’s East Village, whom he observed as a consulting psychologist (Maslach &
Schaufeli, 1993). To the psychiatrist the word burnout was used colloquially to refer to
the effects of chronic drug abuse. Freudenberger defined the concept of "burnout" as a
state of lacking personal accomplishment, and being frazzled and exhausted as a result of
excessive demands on energy, power, and resources (Gündüz, 2012). According to
Freudenberger (1974), people who suffer from burnout are idealists who exert efforts to
reach their goals and do more than pulling their own weight.
Two years later Maslach began studying the ways in which people cope with
emotional arousal on the job. When she described her findings to an attorney, she was
told that poverty lawyers called the described phenomenon burnout. She and her
colleagues then adopted the term and became leading researchers in the field.
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Early researchers of this phenomenon experienced major problems. At that time
the definition of the term burnout varied from practitioner to practitioner with no
consensus. The concept was used to incorporate a number of diagnoses. There were
various definitions of burnout, and often the term was used interchangeably with stress,
depression, and other psychoses (Maslach & Schaufeli, 1993).
In the mid-1970s discussions on burnout emerged in the fields of education, social
services, the criminal justice system, psychotherapy, mental health, and other peopleoriented occupations (Maslach & Schaufeli, 1993). This may have been because the
original version of the Maslach Burnout Inventory (MBI) was designed for personnel in
those fields, using content and wording of questions relevant to those disciplines. In the
mid-1990s when a general version was published, fields outside of the caring professions
were included in the studies. Burnout first emerged as a social problem and not as a
scholarly construct (Maslach & Schaufeli, 1993). The study of burnout finds its origin in
practical concerns rather than the academic realm. The clinical description of burnout
was the focus in its original phase and the empirical or scientific phase came later. The
first few articles of burnout appeared in the mid-1970s in the United States; however, at
that time an unstandardized clinical case study approach to the research was being carried
out. Literature traced back to that time was mostly nonempirical.
Another problem was the attitude of academicians. Practitioners were very
interested in burnout, but there was a negative reaction from those in the academic
sphere, who tended to dismiss it as a fad or pseudoscientific jargon. However, an
empirical phase in the 1980s found work on burnout becoming more acceptable as
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constructive and standardized measures of burnout were developed, with definitions
distinguishing burnout from other clinical diagnoses.
Early definitions of burnout included Freudenberger’s (1974) definition as the
failing, wearing out, or becoming exhausted from excessive demands on energy, strength,
and resources. Johnson et al. (2005), defined burnout as a permanent and extensive
exhaustion with cognitive, emotional, physical, and social symptoms, arising from long
term job stress. They stated further that this condition was more concentrated in
professions with high responsibility for others and never-ending human interactions.
Although several definitions and conceptualizations of burnout have been offered in the
literature, the most popular was that proposed by Maslach and associates (1996) who
defined burnout as “a state of exhaustion in which one is cynical about the value of one’s
occupation and doubtful of one’s capacity to perform” (p. 20). It is expressed as a
syndrome of reduced personal accomplishment, increased emotional exhaustion, and
increased depersonalization. This three-dimensional definition proposed that the
dimensions are related, yet distinct in concept. There is a sequential flow in a person who
becomes burned out; the syndrome develops gradually in stages due to induced stress and
limited ability to cope with the extensive demands (Maslach, 2003; Buunk & Schaufeli,
1993). First emotional exhaustion appears, resulting in depersonalization; when the
effects of emotional exhaustion and depersonalization are combined, a person feels low
in personal achievement (Maslach & Schaufeli, 1993).
The three dimensions of burnout as expressed by Maslach et al. (1996), included
emotional exhaustion, which is reflected in feelings of being emotionally overextended,
enervated, or drained by occupational demands (Maslach & Jackson, 1986). Wright and
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Cropanzano (1998) and Maslach et al. (2012) defined emotional exhaustion as a longlasting state of physical and emotional drainage which could have been triggered because
of elevated job expectations, personal demands, and stress. This may result when service
providers neglect self-care while providing intensive care for others. Maslach et al.
(2012) reported that the exhaustion component of burnout reflects the individual stress
dimension.
The second dimension, depersonalization, is characterized by the adoption of
callous and overly detached attitudes toward one’s clients, including the belief that clients
are to blame for their difficulties (Maslach & Jackson, 1986), constituting a negative,
hostile, and excessively detached response to one’s job. Further, Wright and Cropanzano
(1998) define depersonalization as insensitive behaviors linked to dehumanization,
revealed by negative attitudes, even hostility towards work, students, clients, and
colleagues. Maslach and Jackson (1986) explain that the depersonalization dimension of
burnout represents the interpersonal aspect and is usually a direct result of emotional
exhaustion.
Thirdly, reduced personal accomplishment may be viewed as an impaired feeling
of self-fulfillment as well as lower self-evaluation of effectiveness in the work role. A
diminished sense of personal accomplishment is evidenced by negative judgments
regarding one’s efforts, skills, and professional achievements (Maslach & Jackson 1986).
Individuals who are low on this dimension generally evaluate themselves as ineffective,
perceive a decline in their productivity, and experience feelings of inadequacy regarding
their ability to assist their clients. The diminished personal accomplishment dimension of
burnout is explained through the eyes of self-evaluation.
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The effects of burnout can be seen in the personal, work, and social spheres of
individual life. Characteristics may include loss of motivation, expectations, and a
general feeling of failure (Maslach et al., 2001). Burnout is characterized by emotional
exhaustion or the inability to cope with day-to-day life, depersonalization or a distant
attitude towards the people being cared for, and loss of professional efficiency or a
negative self-evaluation.
Kahill (1988) identified five symptoms or categories of burnout. He first looked at
the physical as these symptoms can be identified in physical health issues as well as
somatic health complaints. Secondly, he pointed out emotional symptoms which is the
most reported symptom among participants in research studies, coinciding with the
emotional exhaustion dimension of burnout. He listed emotional depletion, irritability,
anxiety, guilt, depression, and feelings of helplessness as emotional symptoms of
burnout. The behavioral category was listed third and included turnover, poor job
performance, absenteeism, and substance use as the behavioral symptoms of burnout. The
fourth category takes into consideration the depersonalization dimension of burnout; one
may exhibit inappropriate interpersonal skills which affect clients, colleagues, friends,
and family members. Data suggest that these symptoms can be recognized in withdrawal,
avoidance, lack of consideration, and at times even aggressive behaviors. The fifth and
final category identified attitudinal symptoms. Data indicate that victims of burnout often
exhibit cynicism, callousness, pessimism, defensiveness, client intolerance, and
dehumanization of clients using jargon and intellectualization, a loss of work pleasure,
and, finally, absenteeism.
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Burnout and Demographic Factors
Age
In a meta-analysis, Shoji et al. (2016) reported that the strongest associations
between burnout and self-efficacy were evident among older individuals or those with
more work experience. Their results explained that because of their wealth of experience,
older workers believe they can deal with challenging situations, lowering their burnout
potential. Further, they suggested that older, more experienced workers have accumulated
a bank of protective resources in which they actively engage to lower the likelihood of
burnout. Lim et al. (2010) found that two dimensions of burnout: emotional exhaustion
and depersonalization had a negative relationship with age. However, there was no
correlation with age and reduced personal accomplishment. In a study among the general
working population in Finland, Ahola et al. (2006) found that gender and age both had a
multivariate main effect on burnout. The age variable affected all three dimensions of
burnout. This study recorded a rise in burnout after every 10 years; the first rise was at
age 41, the next at 52.
A review of available literature showed that older employees may experience
lower levels of burnout (Brewer & Shapard, 2004). Older studies support the negative
relationship between burnout and age. This negative relationship was found among
school psychologists (Huberty & Huebner, 1988); among counseling psychologists
(Vredenburgh et al., 1999); and by Rogers and Dodson (1988) among occupational
therapists. In support of the negative relationship between burnout and age is the
normative data reported in the MBI Manual (1996). Data collected from a wide range of
professions, especially in human service professions, explains that experienced human
service workers have learned professional coping skills that protect them from burnout.
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Younger and/or less experienced workers report higher levels of burnout when compared
to older and or more experienced workers (Brewer & Shapard, 2004; Maslach, 2003;
Meams & Cain, 2003; Shoji et al. 2016). Grepmair et al. (2007) and Di Benedetto &
Swadling, (2014), reported that more experienced psychologists reported lower levels of
burnout than younger psychologists. Interestingly, Di Benedetto & Swadling (2014)
attributed these findings to employee resilience. They suggested that those who are more
sensitive to burnout are more likely to leave the profession very early; while those who
can cope with burnout remain. Lent & Schwartz (2012) and Thomas et al. (2014)
reported that younger service workers experienced higher levels of burnout when
compared to workers over age forty. They credited lower levels of burnout in older
workers to the familiarity of the work with routine roles and expectations.
There were exceptions in several studies. The review by Schaufeli and Enzmann
(1998) refers to studies on age and burnout among hospice staff, finding that burnout
levels increased with age and length of service among hospice workers. A Finnish study
by Ahola et al. (2006), produced data suggesting that women who had worked over 16
years in the same profession scored a little higher on burnout compared to those who had
less work experience. But Lent & Schwartz (2012) and Thomas et al. (2014) reported that
older workers are less likely to suffer high levels of burnout when compared to younger
counterparts; they also indicated that older employees with longer tenure can have higher
burnout rates due to the decrease in physical, mental, and emotional stability that goes
along with aging.
Mackonienė and Norvilė (2012) explained that the positive correlation between
burnout and age among school psychologists may be due to them having “more duties
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and responsibilities, spending more hours doing paperwork and administrative work and
fewer hours doing therapy, or by working with difficult and uncooperative teenagers for a
long time” (p. 209). They further explained that school psychologists reporting higher
levels of burnout at an older age may have personality traits making them more likely to
experience burnout. Their study explained that burnout in older school psychologists may
be evident in their feelings of helplessness, frustration, and emotional exhaustion. Butler
and Constantine (2005) reported higher levels of burnout among school counselors who
had been in the job for twenty to twenty-nine years when compared to those who had
been in the profession for a shorter period.
Gender
Inconsistent findings exist among studies on the relationships between gender and
burnout. As cited in Mackonienė and Norvilė, (2012), Vilmantaité and Seskevicius
(2006), found that female nursing specialists were more prone to burnout, suggesting that
burnout among women is more likely. Female social service workers also reported higher
levels of burnout, with more symptoms of emotional exhaustion in a 2014 study reported
by Thomas et al. (2014). They found that rural women reported higher rates of burnout,
expressing higher occupational frustration. However, in a general sense, men reported
higher levels of burnout than women overall (Lent & Schwartz, 2012; Thomas et al.,
2014). Some researchers have noted two major findings. Women tended to report higher
levels of emotional exhaustion while men tended to report higher levels of
depersonalization (Comerchero, 2008; Luk et al., 2010; Maslach & Jackson, 1981; Sari,
2004). Maslach (2003) found these differences to be slight, which she attributed to
differences in masculine and feminine sex roles. Other studies showed inconsistencies in
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the correlational and causal relationships between the variables gender and burnout (Lim
et al., 2010; Thomas et al., 2014).
Marital Status
The relationship between marital status and burnout has been examined in few
studies. A study conducted in Hong Kong among secondary school teachers found that
single teachers experienced more burnout than married teachers. Married teachers
experienced less emotional exhaustion and depersonalization and more personal
accomplishment (Lau et al., 2005). A study by Warren et al. (2013), among
psychotherapists, psychologists, and psychiatrists revealed differences in that single
respondents reported more emotional exhaustion and depersonalization than
married/partnered respondents while there was no difference among the groups on the
reduced personal accomplishment subscale. Jacobson’s 2004 dissertation did not support
the above studies, finding no relationship between the burnout and emotional exhaustion
or burnout and reduced accomplishment dimensions. The study indicated being married
mitigated cynicism (depersonalization), but the effect size was small.
Burnout Among Psychologists
Burnout among human services providers has been observed to be on the
increase. Defined as a prolonged process of emotional fatigue, burnout involves the loss
of motivation and expectations, generating a feeling of failure affecting personal, work,
and social levels (Maslach et al., 2001) and has been viewed as a serious concern among
psychologists (Rupert et al., 2015; Smith & Moss, 2009). Studies in mental health
populations showed an increase in the level of burnout among practitioners. Much
attention has been placed on practitioners working with vulnerable populations such as
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traumatized youth (de Figueiredo et al., 2014), prison populations (Gallavan & Newman,
2013), and military personnel (Johnson et al., 2014).
A study by Wilkerson (2009) on school counselors found that only on the
emotional exhaustion subscale were elevated levels of burnout reported. This sample of
school counselors reported a strong sense of personal accomplishment and
depersonalization, reporting that they felt competent in achieving the goals of their job,
and were able to care for those with whom they worked. To account for the disparity,
Wilkerson (2009) reasoned that respondents in the sample may be at the initial stages of
burnout. This suggestion was based on studies claiming burnout progresses sequentially
from emotional exhaustion to depersonalization and subsequently to reduced feelings of
personal accomplishment (Lee & Ashforth, 1996; Leiter, 1989; Leiter & Maslach, 1988).
Studies on burnout in the United States were examined by Lee et al. (2011),
including only studies of American psychotherapists and studies using the MBI. Thus, the
samples for this meta-analysis were professionals providing counseling and
psychotherapy services directly or indirectly to clients with mental health problems.
Among the 17 studies used, seven examined school counselors or school psychologists;
four examined mental health counselors; two, clinical psychologists; one, licensed
psychologists; one, residential counselors; one, substance abuse counselors; and one,
HIV-specialist counselors.
Lee et al.'s (2011), meta-analysis was examined against the conservation of
resources theoretical framework which categorizes job stress and over involvement as job
demands. Their results indicated a correlation between the three dimensions of burnout
and job stress, overinvolvement, control, job support, and professional identity.
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Specifically, job support correlated only with personal accomplishment; job stress and
over-involvement were most closely associated with emotional exhaustion; while both
control and professional identity were similar across the three dimensions of burnout.
Psychotherapists often face heavy caseloads, leading to job stress. The nature of their
work also challenges them to become deeply concerned about client difficulties. Maslach
(1998) noted a negative relationship between over-involvement and personal
accomplishment; however, Lee et al. (2011) found a positive relationship, noting that
many psychologists find being overly concerned about clients can cause emotional
exhaustion, yet they experience feelings of personal accomplishment.
Boccio et al. (2016), commented that burnout has been linked to a variety of
negative consequences for individuals in the helping professions. The effects included,
but were not limited to, drug and alcohol abuse, deterioration in physical and mental
health, unhealthy social emotional relationships, and a general degraded quality of life.
Burnout has been associated with impaired occupational functioning, evident in lower
levels of work quality and commitment, reduced productivity, dissatisfaction with one’s
position, absenteeism, turnover, and decline in the quality of services provided to clients
(Maslach & Goldberg, 1998).
Although burnout may be a universal phenomenon, its antecedents and outcomes
may vary across occupational fields. To understand the experience of burnout accurately,
researchers may need to consider the unique nature and duties of individual occupations.
In the next section we delve specifically into research about burnout among school
psychologists.
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Burnout Among School Psychologists
School psychologists have a demanding occupation in which they are expected to
handle work-related challenges professionally. Much of their occupational stress stems
from students, parents, teachers, and administration. Daily, they navigate job-related
pressures, including emotional, social, and behavioral situations requiring empathy and
caution. Daily, they are exposed to the suffering of others and experience the long painful
process of rehabilitation for students, while playing an insignificant role in decisionmaking within schools (Huebner & Mills 1994; Schilling et al. 2018). Therefore,
identification of factors which may reduce or enhance burnout among school
psychologists is needed (George-Levi et al., 2020).
While psychologists or professionals in human services fields have been affected
by burnout, limited current literature exists to support these findings, especially that
pertaining to school psychologists directly. Additionally, the available studies are
generally more than two decades old. This highlights the need for current research.
School psychologists are trained to meet the needs of students, parents, and teachers, but
often the needs of the school psychologists are not prioritized, and little self-care is
evident. Huebner & Mills (1994), indicated that school psychologists are at high risk to
develop burnout due to the myriad job responsibilities.
Existing data, though old, demonstrates that many school psychologists are
victims of burnout. These studies (Dixon & Burns, 2012; Huberty & Huebner, 1988;
Huebner, 1992, 1993, 1994; Mills & Huebner, 1998; Niebrugee, 1994; Pierson-Hubeny
& Archambault, 1987; Proctor & Steadman, 2003; Reiner & Hartshorne, 1982; Sandoval,
1993) examined burnout among school psychologists, identifying many implications for
reformation in the profession. However, many of these studies were done when school
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psychologists acted as “gatekeepers” for the special education program. Their job
description was rooted primarily in assessment. With changes in the job description of
school psychologists over the last decade, they experience greater responsibility and
varied roles, which are time consuming and can be emotionally and physically taxing.
In a more recent study on burnout within the school psychologist population,
Schilling et al. (2018), found that 46% of school psychologists completing the MBI
reported high levels of emotional exhaustion, 6% reported high levels of
depersonalization, and 26% reported low levels of personal accomplishment. Results
from Schilling et al. indicated that 90% of participants reported having experienced
feelings of burnout in their role as school psychologists. The mean age of the participants
reporting they had not experienced burnout was not younger than those who had
experienced burnout. The point in their careers when participants first experienced
burnout varied from their first year in their careers (5.26%) to more than 20 years into
their careers (6.32%). Boccio et al., (2016), using a random sample of 291 members of
the NASP, found that while one third of the respondents experienced high levels of
emotional exhaustion, less than 5% had elevated scores on depersonalization, and 12%
reported reduced feelings of personal accomplishment.
In a random sample of NASP members, 36% of school psychologists reported
high emotional exhaustion, 10% reported high levels of depersonalization, and 28%
reported low levels of personal accomplishment on the MBI (Huebner 1992). These
results were similar to MBI results from practicing school psychologists reported four
years earlier (Huberty & Huebner, 1988), and six years later (Mills & Huebner, 1998).
This pattern suggests that most school psychologists experience emotional exhaustion
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more than they experience reduced feelings of personal accomplishment and
depersonalization. However, Niebrugge (1994) studied school psychologists in Illinois,
finding that over 25% of the respondents met the criterion for high emotional exhaustion,
more than 50% met the criterion for reduced personal accomplishment, and over 10%
met the criterion for high depersonalization.
Additionally, some research suggested that school psychologists may be at greater
risk than other psychological service providers for developing some forms of burnout
(Huebner, 1993; Huebner et al., 2002). These results point to the importance of
identifying contributing factors and strategies to prevent and respond to feelings of
burnout among school psychologists when they occur, with particular attention paid to
alleviating levels of exhaustion and developing a heightened sense of personal
accomplishment (Schilling & Randolph, 2020).
Earlier studies identified factors contributing to burnout in the school psychology
field. Two categories of factors were identified: school or organization/extrinsic factors
and personal/intrinsic factors. Recent research portrayed that while school characteristics
are implicated, importantly, practitioner levels of satisfaction with these characteristics
were highly predictive of burnout (Schilling et al. 2018).
One of the extrinsic factors contributing to burnout was job dissatisfaction among
school psychologists, which could be identified in a number of ways. Hosp and Reschly
(2002) listed lower satisfaction with salaries, higher numbers of behavioral referrals,
higher practitioner to student ratios at or above the recommended ratio, and time spent
doing assessment in comparison to colleagues in other states. Dissatisfaction with one’s
current salary combined with the school psychologist-to-students ratio within the
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employing school system were more predictive of burnout than looking merely at levels
of current salaries or ratios alone (Schilling & Randolph, 2017; Unruh & McKellar, 2013;
VanVoorhis & Levinson, 2006). A school psychologist may be satisfied working for a
lower salary in a school district where there is a higher ratio of psychologists to students.
As a result, they are less likely to experience feelings of burnout (Schilling et al., 2018).
The organizational or extrinsic factors found to contribute to burnout among
school psychologists include the number of schools served (Proctor & Steadman, 2003),
perceptions of unfair school policies resulting in little opportunity for professional
advancement (VanVoorhis & Levinson, 2006), and administrative pressure to operate
unethically (Boccio et al., 2016). Keinan and Melamed (1987) and George-Levi et al.
(2020), explained that work-related factors included overload, time pressures, and many
emotional demands. Organizational factors included rigid hierarchies, demanding values,
and the structural management of the organization.
The type of work setting has been identified as leading to feelings of role overload
and subsequent greater feelings of burnout among school psychologists. In some school
districts, school psychologists are working from any available space, including closets,
rooms with poor lighting, the back of a classroom, and spaces providing limited privacy
or distractions to clients (multiple school psychologists, personal communications).
Among school psychologists the level of social support has been associated with
burnout. Several types of social support have been studied, including coworkers,
administration, family, and friends. Some practitioners reported that support from friends
and family was not helpful in dealing with work-related issues, because it is difficult for
them to understand the dynamics of the job (Schilling & Randolph 2017). However,
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perceived support from supervisors, administrators, and associations could play a positive
role in preventing and limiting burnout among practitioners (Gibson et al., 2009;
Schilling & Randolph, 2017; Unruh & McKellar, 2013; VanVoorhis & Levinson, 2006).
Intrinsically, personality characteristics such as perfectionism, pessimism, and
high excitability place one at more risk for burnout symptoms (Mills & Huebner, 1998).
School psychologists who seek social support or share feelings with others (Eagle et al.,
2019; Schilling et al., 2018), or are involved in state and national school psychology
organizations (Schilling et al., 2018; VanVoorhis & Levinson, 2006) report greater
perceptions of self-efficacy, higher levels of job satisfaction, and lower burnout risk.
School psychology is a demanding profession, with a job description listing
several service activities, any of which may lead to occupational stress or burnout and
departure from the field. Multiple studies reported burnout and attrition among school
psychology practitioners, indicating high risks of burnout among school psychologists
because of their varied job responsibilities, with emphasis on their role of caring for the
more vulnerable (George-Levi et al., 2020).
The attrition rate for practicing school psychologists, one potential outcome of job
burnout, has been estimated to be around 5% annually (Lund et al., 1998). Earlier studies
indicated that school psychologists had a high degree of job satisfaction generally.
However, the multiple pressures placed on school psychologists and today’s more
extensive job description may have affected job satisfaction and contributed to burnout.
With this information in mind, we may hypothesize that more recent estimates of burnout
and job dissatisfaction among school psychologists were higher (Schilling et al., 2018).
Schilling et al. (2018) reported strategies used by individuals in preventing and
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combating burnout. Participants reported several different strategies for dealing with
burnout, including talking to coworkers (73.7%), attempting to change the situation
causing the feelings of burnout (53.7%), doing something to distract themselves (53.7%),
talking with family (53.7%), talking with friends (43.2%), and engaging in some other
behavior such as yoga, meditation, medication, and physical activity (34.7%). That study
confirmed that talking with coworkers, engaging in solution-focused problem-solving
methods, and stress reduction techniques were deemed to be successful strategies.
Protective factors allowing individuals to deal better with feelings of burnout
were investigated; those with supportive and competent supervisors (Worrell et al. 2006),
a positive working relationship with coworkers (Hosp & Reschly, 2002; Worrell et al.
2006), manageable caseloads, being treated as though they were part of the school team,
and being part of the decision-making process (Proctor & Steadman, 2003), reported
higher levels of job satisfaction and decreased levels of burnout.
Inclusive of these factors was self-efficacy or the belief in one’s ability to
complete job duties competently and to navigate the climate of the work environment. In
a review, Schilling and Randolph (2020) discussed effective methods to increase feelings
of resilience and self-efficacy in individuals, thus providing effective coping mechanisms
for dealing with job burnout. Their survey of school psychologists indicated that persondirected interventions were most effective in reducing the emotional exhaustion
component of burnout. Their other findings indicated that job training and continuing
professional development opportunities were effective to increase feelings of personal
accomplishment and decrease job burnout. A 2020 Israeli study showed that a strong
sense of coherence was a protective factor and was related to lower levels of burnout;
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however, a sense of coherence was found to be effective only among school
psychologists who were not experiencing loneliness (George-Levi et al., 2020). They
defined a sense of coherence as referring to a global and stable orientation, viewing the
world and the individual environment as comprehensible, manageable, and meaningful.
Self-Efficacy Theory: An Overview
Bandura (1977) defined self-efficacy as individual beliefs in one’s ability to
produce certain outcomes through their behavior and actions. Applying this concept to
the occupational context, Rigotti et al., (2008) explained that occupational self-efficacy
refers to "the competence that a person feels concerning the ability to successfully fulfill
the tasks involved in his or her job" (p. 239). Self-efficacy is grounded in the theoretical
framework of social cognitive theory (SCT) which emphasizes that people can exercise
some control over what they do (Bandura, 1997). In SCT individuals are viewed as selforganizing, proactive, self-reflective, and self-regulative (Bandura, 1999). The theory
explains that a person’s belief or perception of the degree to which they have control over
their lives affects realistic outcomes. Goddard et al., (2004), explained that self-efficacy
affects individual goals and is influenced by individual actions and conditions in the
environment. Efficacy beliefs determine how environmental opportunities and obstacles
are perceived and affect choice of activities, the amount of effort which is given to an
activity, and how long people will persevere when faced with difficulties and failures
(Bandura, 1997).
Self-efficacy beliefs can enhance or hinder motivation (Bandura, 1997). People
with high self-efficacy may choose to perform more challenging tasks, set themselves
higher goals, stick to those goals, and anticipate optimistic or pessimistic scenarios in line
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with their level of self-efficacy. Self-efficacy influences action, as self-related cognitions
are a major ingredient in the motivation process. Self-efficacy levels can enhance or
impede motivation. People with high self-efficacy choose to perform more challenging
tasks (Bandura, 1997; Jerusalem & Schwarzer, 1992). Some people harbor self-doubt and
cannot motivate themselves. They see little point in even setting a goal when they believe
they do not have what it takes to succeed.
According to Bandura (1997), self-efficacy beliefs are constructed from four
sources of information: (a) enactive mastery experiences, (b) vicarious experiences, (c)
verbal persuasion, and (d) physiological and affective states. Enactive mastery
experiences are the most influential form of efficacy information, providing the most
authentic evidence as to whether one can muster whatever it takes to succeed. In the
occupational sense, one who has had experience completing the task successfully is more
likely to be strengthened in the belief that it can be done again. While this route is the
weighted most in construction of self-efficacy, people may build their beliefs on
vicarious experiences also. This construct implicates modeling as a tool to promote selfefficacy. When colleagues or supervisors master challenging tasks successfully, they act
as social models. One then makes a comparison and develops conclusions about their
own ability to succeed. The third component of verbal persuasion refers to feedback from
others about one’s capabilities. Team members or supervisors can reinforce one's own
beliefs in their ability to fulfill challenging tasks successfully (Brown, 2012). The simple
statement “I know you can do it” goes a long way. These physiological and affective
states refer to enhancing one’s physical status by reducing stress levels and negative
emotions (Bandura, 1997). This fourth source of self‐efficacy lies in emotional arousal,
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when people draw information from their own physiological and affective states of well‐
being or arousal (Brown, 2012).
Self-efficacy can affect individual thinking, feeling, and actions, influencing the
length of time and the amount of energy and effort invested in a task (Bandura, 1999). In
the SCT of behavioral change, Bandura hypothesized that expectations of self-efficacy
determined whether one would take initiative, how much effort would be used to
complete the task, and whether one would persist in the face of obstacles or be willing to
try again when failure occurs. According to this theory and subsequent research, selfefficacy makes a difference in how people think, feel, and act.
How people think incorporates the cognitive process which boosts performance in
making decisions and setting goals. An individual with a higher self-efficacy belief will
set higher, realistic goals and stick to them. High self-efficacy also allows people to select
challenging settings, explore their environment, or create new ones (Füllemann et al.,
2015). How people feel can be examined in conditions such as depression, anxiety, and
helplessness, all of which have been associated with a low sense of self-efficacy
(Bandura, 1977). Persons with low self-efficacy have low self-esteem (Bandura 1997),
harboring pessimistic thoughts about their accomplishments and personal development;
these are contributing factors for burnout. Feelings of optimism, competence, and
motivation have been associated with persons with high self-efficacy. The decision to
take a particular action comes from the thought pattern preregistered in the mind. Once
an action has been undertaken, highly self-efficacious people invest more effort and
persist longer than those low in self-efficacy. When setbacks occur, they recover more
quickly and maintain commitment to their goals (Füllemann et al., 2015). High self-
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efficacy allows people to select challenging settings, explore their environment, or create
new ones (Bandura 1999).
“Efficacy expectations determine how much effort people will expend and how
long they will persist in the face of obstacles and aversive experiences” (Bandura, 1997,
p. 194). In the occupational context, employees with high general self‐efficacy acted
more proactively in stressful situations, experienced less psychological and physical
strain, and had higher job satisfaction compared to those with lower levels of self‐
efficacy (see Füllemann et al. 2015 for a review of these studies). Thus, it is important to
examine the relationship between self-efficacy and burnout.
The Relationship Between Self-Efficacy and Burnout
Self-efficacy beliefs play a significant part in the process of developing
competencies (Bandura, 2001). SCT purports that the belief of having control over the
environment and general functioning influence the choice of activities and the level of
persistence individuals will undergo when situations become difficult. Self-efficacy
beliefs represent the judgements people hold about their ability to succeed in specific
situations (Bandura, 1997). Hence, self-efficacy beliefs are an integral part of motivation
and operate as a key factor in the ability to rise to challenging situations. The focus of
SCT is on the psychological mechanisms of human functioning that make people active
agents in their life course (Bandura, 1999). According to this perspective, individuals are
proactive, creative, and capable of creating courses of action leading to desired outcomes
(Bandura, 1991, 1999).
Alessandri et al. (2018), showed that workers’ emotional self-efficacy beliefs in
managing negative emotions at work represent a key mechanism linking their basic
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emotional stability level to burnout symptoms. This also corresponds with Bandura’s
(1997) findings that individuals with high emotional self-efficacy beliefs are more able to
manage feelings of anxiety when presented with new situations and are less reactive to
social distress. Hence, workers who lack the ability to deal with work-related stress will
withdraw or surrender more easily in the face of adverse work pressure because of a
negative self-perception and low motivation levels (Alessandri, et al., 2018).
SCT views self-efficacy as one's beliefs in their ability to exercise control over
challenging demands (Bandura, 1999). In the work setting, self-efficacy represents the
belief that one has to actively engage the skills to deal with job specific tasks, challenges,
and stress. SCT assumes that self-efficacy determines various stress-related outcomes
(Bandura, 1999) and burnout is an example of such an outcome. Previous studies
(Alarcon et al., 2009; Shoji et al., 2016) examined the relationship between burnout and
self-efficacy using measures of general self-efficacy.
These studies showed that individuals with higher self-efficacy beliefs about
managing negative emotions, reported less negative affect, anxiety, and depression, and
that negative emotional self-efficacy beliefs predicted changes in stable personality traits,
such as emotional stability (Alessandri et al., 2018). Results from that study supported the
idea that emotional stability represents the most important personality trait involved in
protecting workers against the development of burnout symptoms. Worker emotional
stability seems to set the basis for perceived ability to manage negative emotions. Thus,
workers high in emotional stability show increased ability to deal with negative workrelated emotions, seeming to ensure a higher resistance to stress. Emotional self-efficacy
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beliefs in one’s ability to manage negative emotions at work is a key mechanism
protecting workers from developing burnout.
Multiple studies showed that self-efficacy forms different associations with the
three components of burnout. The meta-analysis by Shoji et al. (2016) suggested that
personal accomplishment formed the strongest association with self-efficacy when
compared to other burnout components. Alarcon et al. (2009) reviewed 12 studies,
finding the strongest associations occurred between self-efficacy and personal
accomplishment among workers in various professions. Examination of other reviews,
which employed meta-analysis to investigate the relationship between self-efficacy and
burnout components, yielded different results. Brown (2012) showed that among teachers
the associations between burnout and personal accomplishment emerged less frequently
than the associations between self-efficacy and the two other burnout components
(emotional exhaustion and depersonalization). Alarcon et al. (2009) did not account for
the type of profession and included only studies that tested the role of general selfefficacy. However, Brown (2012) focused on teachers and accounted for both general and
specific self-efficacy. The meta-analysis by Brown (2012) revealed that all studies found
a relationship between self-efficacy and burnout within the teaching population. Eight
studies found significant negative correlations between self-efficacy and all three burnout
dimensions (emotional exhaustion, depersonalization, and personal accomplishment).
Ten studies found a negative correlation between self-efficacy and emotional exhaustion
and 11 studies found a negative correlation between self-efficacy and depersonalization.
Six of the 11 studies found a negative correlation between self-efficacy and lack of or
reduced personal accomplishment. However, four studies found positive correlations
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when they converted the lack of or reduced accomplishment items to positive statements
creating a dimension they called personal accomplishment. In addition, the strength of the
relationship between self-efficacy and depersonalization appeared to be higher in most of
the studies than the two other dimensions (emotional exhaustion and personal
accomplishment) of the MBI.
Another study of 194 school counselors revealed a negative relationship between
self-efficacy and both emotional exhaustion and depersonalization, but found a high and
positive relationship between personal accomplishment and self-efficacy (Gündüz, 2012).
A multiple regression analysis showed that the self-efficacy of the school counselor
predicted depersonalization and personal accomplishment but did not predict emotional
exhaustion. Analysis of the relationship between self-efficacy and burnout revealed that
counselors who think of their profession as an ordinary job had higher levels of burnout
and lower levels of self-efficacy beliefs. Perceptions of the profession were related to
emotional exhaustion and personal accomplishment. Counselors with 1000-1500 students
to serve had more depersonalization scores and lower levels of self-efficacy beliefs.
The literature on burnout indicates that low self-efficacy scores precede burnout.
Studies cited by O’Brennan et al., (2017), showed that in teachers the experience of
burnout was related to low levels of self-efficacy for motivating, instructing, and
disciplining students (Martin et al., 2012; Skaalvik & Skaalvik, 2010). Teacher selfefficacy was related to both emotional exhaustion at the beginning of their careers and
increased likelihood for burnout over time (Pas et al., 2012; Skaalvik & Skaalvik, 2010).
These findings suggest that workers who feel competent and motivated when entering
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their career would be less likely to experience burnout over time (O’Brennan et al.,
2017).
Self-Efficacy and Burnout Among School Psychologists
Studies on burnout and self-efficacy of the school psychologist population were
limited and outdated. Therefore, the need exists for studies such as the current one among
school psychologists. Existing data (Mackonienė & Norvilė, 2012; Raižienė & Bakšytė,
2010; Schaufeli & Greenglass, 2001) revealed high correlations between burnout and
self-efficacy. Mackonienė & Norvilė’s (2012) study indicated that high levels of selfefficacy and job satisfaction correlated negatively with burnout.
Another study among school counselors revealed negative relationships between
self-efficacy and emotional exhaustion, and between self-efficacy and depersonalization,
but showed a high and positive relationship between personal accomplishment and selfefficacy (Gündüz, 2012). This study may represent school psychology practitioners
because school psychologist roles within the school system includes counseling. In some
school districts there are no school counselors, but the responsibilities are absorbed by the
school psychologist.
A Brief Historical Overview of Job Satisfaction
The study of job satisfaction can be traced to the Hawthorne studies conducted
during the late 1920s (Landsberger, 1979). Mayo's (as cited in Mortimer, 1979) studies
published at Western Electric's Hawthorne Facility examined work conditions. Job
satisfaction research began work among blue-collar workers (Mortimer, 1979), but today
has expanded to all occupational fields. The history of job satisfaction research as
recounted by Mortimer identified three trends. At first, much of the research was based
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on the relationship between employee performance and environmental factors which was
the focus of the Hawthorne studies. Later the focus shifted to the cause and effect of job
satisfaction between supervisors and coworkers. Finally, Mortimer (1979) (as cited in
VanVoorhis, 2003), explained how the focus of studies shifted to the relationship
between job challenges and employee interest.
While overall, the study of job satisfaction had very early origins, the study of job
satisfaction among school psychologists emerged in the 1980s (Huebner, 1993). A survey
by Vensel (1981) prompted urgency in the study of job satisfaction among school
psychologists, revealing that approximately 50% of practicing school psychologists
planned to leave the profession within five years.
Available literature indicated that the first study of school psychologists’ job
satisfaction in the United States was conducted in 1982 (Anderson et al., 1984), sampling
members of the NASP. Most of the school psychologists surveyed were satisfied with
most aspects of their job; only 14 percent indicated dissatisfaction. School psychologists’
job satisfaction was on par with the rest of the general work population. The sources of
their job dissatisfaction did not come from the roles and responsibilities associated with
the actual job of being a school psychologist, but were influenced by problems within the
system where they operated. Dissatisfaction stemmed from limited professional
advancement and school policies handed down without input from school psychologists.
State studies were conducted among school psychologists and indicated high
levels of job satisfaction. Levinson (1983) revealed that over 80 percent of the population
reported being satisfied or very satisfied; 84 percent of school psychologists in Virginia
experienced job satisfaction and 85 percent in Pennsylvania indicated satisfaction with
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their jobs (Levinson, 1989). South (1989) conducted a similar study in North Carolina,
finding 80 percent of the respondents indicated satisfaction with their jobs.
A national study conducted by Brown (1992, as cited by VanVoorhis, 2003),
revealed that school psychologists were still satisfied in general with their jobs. Later
studies revealed a high level of job satisfaction among school psychologists (Reschly &
Wilson, 1995; Wilczenski, 1997). These studies demonstrated that school psychologists
were satisfied with their choice of career and intended to continue working in the field.
However, Anderson et al. (1984) revealed that 16 percent of the population had plans to
exit the profession within five years.
Several researchers attempted to identify factors affecting job satisfaction. A
meta-analysis by Locke (1976) identified the physical environment, pay, human
relationships, and personal growth and efficacy as influencers of job satisfaction.
Spector’s (1997) meta-analysis identified factors contributing to job satisfaction,
including appreciation, communication, coworkers, fringe benefits, job conditions, nature
of the work itself, organization itself, organization’s policies and procedures, pay,
personal growth, promotion opportunities, recognition, security, and supervision.
Within these studies, the reasons given for job satisfaction or dissatisfaction
ranged from organizational elements to individual factors. Brown et al.'s (1998) study
indicated that most respondent satisfaction hinged on the ability to work individually,
stay busy, and work with congenial coworkers. Levinson (1983) revealed that school
psychologists found high levels of satisfaction in their relationships with colleagues and
supervisors, and indicated moderate satisfaction when asked about salary and benefits.
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School psychologists who perceived they had less control over their job activities
experienced greater levels of dissatisfaction (Levinson, 1983). Sources of dissatisfaction
included the perception of limited opportunities for promotion or career advancement and
school systems that misunderstood the role of school psychologist (Anderson et al., 1984;
Levinson 1993). However, school psychologists with higher salaries indicated less
dissatisfaction with their lack of advancement opportunities when compared to
psychologists with lower salaries (Levinson, 1983).
The study of job satisfaction among school psychologists is an important area of
investigation because it may have a large impact on the quality of services delivered to
students (VanVoorhis, 2003). Moreover, job satisfaction may be associated with burnout
and may affect retention of school psychologists or delivery of services within the school.
Burnout affects the lives of individuals, including their job performance. The review of
available literature indicated there is a strong relationship between burnout and job
satisfaction in other professions as well (Biegen, 1993).
Job Satisfaction and Burnout Among School
Psychologists
Locke (1976), explained job satisfaction as an emotional situation because of
people’s job experience while Spector (1985) saw the state of job satisfaction as
emotional, expressing it as an emotional and perceptual response to the specific
characteristics of a job. Burnout or work burnout syndrome is conceptualized as a
prolonged process of emotional fatigue, which involves the loss of motivation and
expectations, generating a feeling of failure affecting personal, work, and social levels
(Maslach et al., 2001). These two constructs emphasize the emotional aspects of work.
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Burnout and job dissatisfaction among practicing school psychologists
contributed to the yearly attrition rate, beyond retirement. Burnout usually decreased job
satisfaction and increases individual desire to quit that job. Huebner (1992) found that
participants indicated how overall job satisfaction, supervision satisfaction, and the desire
to leave one’s current job in five years were related to emotional exhaustion and
depersonalization. The desire to leave the profession was related to the emotional
exhaustion scale.
Anderson et al. (1984) discovered that 10 to 15% of school psychologists reported
feeling dissatisfied or very dissatisfied with their job. More recently, Schilling et al.,
(2018) expressed the opinion that more recent estimates of the extent of burnout feelings
among practitioners may now be higher. Their investigation revealed 30% reporting they
are planning to stay in their current job, 21.7% reporting they are thinking about leaving
for another job, 18.9% reporting they are thinking about leaving the field, and 29.3%
indicating that they are not currently experiencing feelings of burnout. Huebner & Mills
(1994) revealed that turnover or attrition were areas of concern in school psychology,
reporting that 35% of a 1993 national sample expressed a desire to exit the field within
the next five years. Additionally, Wilczenski (1997) found that 77 % of the participating
school psychologists indicated they were somewhat satisfied to very satisfied; if given the
choice they would choose the profession of school psychology again (see Mackonienė &
Norvilė, 2012).
Burnout and job satisfaction were examined together in a few studies. Lee et al.
(2011) showed job satisfaction was correlated with all three dimensions of burnout,
revealing that job satisfaction had the strongest correlation with personal
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accomplishment. Although strenuous job demands led to emotional exhaustion and
depersonalization, they provided a fulfilling sense of personal accomplishment among
psychotherapists. In a 22-year review of job satisfaction among school psychologists,
Worrell et al. (2006), revealed there had been a slight increase in the percentage of
subjects expressing job satisfaction over the years. The majority indicated they were
satisfied or very satisfied with their jobs. In 1982 and 1992 there were reports of 86%
being satisfied, which grew to 91% by 2004.
Another meta-analysis conducted by VanVoorhis and Levinson (2006), indicated
that school psychologists were satisfied with 18 of the 20 factors in the survey. The
relationships with coworkers, the opportunity to stay busy, the ability to work
independently, and to be of service to others were the areas of the job they were most
satisfied with. On the contrary, they were less satisfied with compensation, recognition,
and technical supervision in addition to being dissatisfied with school policies and
practices and their opportunities for advancement. In this meta-analysis, eight studies
using the 100-item m-Minnesota Satisfaction Questionnaire (m-MSQ) were analyzed,
finding that the “majority of school psychologists, 79.87% (n = 1,780), expressed an
overall level of job satisfaction that fell within the satisfied range, while 4.25% (n = 90)
of respondents expressed an overall level of job satisfaction that fell within the very
satisfied range. Additionally, only 0.52% (n = 11) expressed a level of overall job
satisfaction that fell within the very dissatisfied range, while 15.36% (n = 325) fell within
the dissatisfied range” (VanVoorhis & Levinson 2006, p. 83). While many studies
indicated that most school psychologists were satisfied with their current profession,
Male and Male (2003), indicated that less experienced school psychologists were more
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satisfied with aspects of their job and had a more positive attitude than the more
experienced ones.
Biegen (1993) demonstrated that job burnout has a negative impact on job
satisfaction. This was also supported by Huebner (1992), who indicated there was a
relationship between reduced job satisfaction and burnout among school psychologists.
However, despite moderate levels of burnout among school psychologists in Lithuania,
most indicated that they were satisfied with their job (Mackonienė & Norvilė, 2012).
Self-Efficacy, Job Satisfaction, and Burnout Among
School Psychologists
Studies among school psychologists attending to all three variables of burnout,
self-efficacy, and job satisfaction are very limited. Mackonienė & Norvilė, (2012),
examined the levels of burnout, job satisfaction, self-efficacy, and proactive coping
among Lithuanian school psychologists. Moderate levels of burnout were reported. Most
participants were satisfied with their jobs. High levels of self-efficacy and job satisfaction
correlated negatively with burnout.
Mackonienė & Norvilė (2012) observed that strong relationships existed among
the variables of burnout, job satisfaction, self-efficacy, proactive coping, demographic,
and work-related characteristics, except for proactive coping and years of experience.
The factors that best described burnout were exhaustion and disengagement, however,
disengagement was predicted only by job satisfaction, while exhaustion was predicted by
job satisfaction and age. These results demonstrated the close relationship between
burnout and job satisfaction.
Peng and Mao (2015) used a structural equation model (SEM) to analyze their
data, finding a significant path between person-job fit and job satisfaction without
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mediating variables (b = 0.83, p = 0.001). Later the mediating variable of self-efficacy
was examined, and a goodness of fit was achieved (RMSEA = 0.041, SRMR = 0.021,
and CFI = 0.990). The final model showed that person-job fit and self-efficacy impacted
job satisfaction. Thus, employees with higher person–job fit can complete their jobs more
efficiently and have less stress doing so. Peng and Mao noted a ripple effect when
employees are efficient. They get favorable recognition from supervisors, who through
praise, build or solidify their self-efficacy, thus increasing their confidence for
completion of job requirements.
According to SCT (Bandura, 1997), self-efficacy beliefs can enhance or hinder
motivation. Bandura further explained that people with high self-efficacy tend to attempt
more challenging tasks, set higher goals and expectations, and are more likely to achieve
these goals. In a work environment the employee with high self-efficacy can be identified
as the one that performs better, gets more recognition, jumps at career development
opportunities, and eventually receives higher salaries (Peng & Mao, 2015)
Conclusion
Evidence of burnout can be traced back to biblical times. However, burnout
research found its genesis in the 19th century when case studies were recorded describing
the characteristics of burnout. In 1974, the psychiatrist Herbert Freudenberger coined the
term burnout to describe the gradual emotional depletion, loss of motivation, and reduced
commitment among volunteers at a free clinic. Two years later in 1976, Christina
Maslach became interested in the phenomenon; she and her colleagues became leading
researchers in the field (Maslach & Schaufeli, 1993). Teething problems were
encountered by the early researchers. First there was no conceptual definition of burnout;
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the definition varied from practitioner to practitioner. With the lack of empirical
evidence, there was little respect for the concept; it was viewed as a passing fad. The
burnout phenomenon began gaining respect with operationalization and establishment of
the MBI. Still, burnout was seen as a social problem; there was little interest in the field
of academia. As the empirical works of burnout research increased, the concept became
more acceptable. Although several definitions of burnout have been offered in the
literature, the most popular was proposed by Maslach et al. (1996), who defined burnout
as a “state of exhaustion in which one is cynical about the value of one’s occupation and
doubtful of one’s capacity to perform” (p. 20).
A number of studies have investigated demographic variables and burnout.
Available research on age, years of experience, gender, and marital status and their
relationships with burnout have similar conclusions with a few exceptions. In general,
older and more experienced school psychologists and workers demonstrate lower levels
of burnout when compared to their younger counterparts (Brewer & Shapard, 2004; Di
Benedetto & Swadling, 2014; Grepmair et al., 2007; Huberty & Huebner 1988; Maslach,
2003; Mearns & Cain, 2003; Pacevičius, 2006; Shoji et al. 2016). However, other studies
of hospice staff, counselors, school psychologists, and women in the same job for more
than sixteen years showed that the level of burnout increased as they aged or were in the
job for a longer period of time (Butler & Constantine, 2005; Lent & Schwartz, 2012;
Mackonienė & Norvilė, 2012; Schaufeli & Enzmann, 1998; Thomas et al. 2014).
There have been inconsistent findings among researchers on the relationship
between gender and burnout. Females were more prone to burnout in some studies
(Thomas et al. 2014; Vilmantaité & Seskevicius, 2006). In a general sense, men reported
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higher levels of burnout than women (Lent & Schwartz, 2012; Thomas et al., 2014).
Maslach (2003) found that the cynicism dimension of burnout was associated more with
men. Some findings with small effect sizes showed that gender did not affect burnout
(Kim et al., 2009; Mackonienė & Norvilė, 2012; Zhongying, 2008).
The general consensus was that burnout among human services providers is on
the increase. Empirical evidence indicated that many psychologists and school
psychologists experienced high levels of emotional exhaustion while maintaining a strong
sense of personal accomplishment. In the school psychology field, professionals can have
a problem with being overly concerned, which can cause emotional exhaustion; yet they
still experience a feeling of personal accomplishment. Existing data indicated many
school psychologists are victims of burnout (Dixon & Burns, 2012; Huberty & Huebner,
1988; Huebner, 1992, 1993, 1994; Mills & Huebner, 1998; Niebrugee, 1994; PiersonHubeny & Archambault, 1987; Proctor & Steadman, 2003; Reiner & Hartshorne, 1982;
Sandoval, 1993). These reports show that many school psychologists have higher levels
of emotional exhaustion than of depersonalization and reduced personal accomplishment.
More than fifty percent of respondents reported emotional exhaustion while percentages
of depersonalization and reduced personal accomplishment were in the single digits or
below twenty percent.
Self-efficacy affects individual thinking, feeling, and actions, influencing the
length of time and the amount of energy and effort invested in a task (Bandura, 1999). In
the SCT of behavior change, Bandura hypothesized that expectations of self-efficacy
determined whether one took initiatives, how much effort would be placed into
completing the task, and whether one would persist in the face of obstacles or be willing
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to try again when failure occurs. Although few studies on the relationship between selfefficacy and burnout exist, data indicate that high levels of self-efficacy correlated
negatively with burnout (Mackonienė & Norvilė, 2012; Raižienė & Bakšytė, 2010;
Schaufeli & Greenglass, 2001).
Another factor related to burnout was job satisfaction. While the general study of
job satisfaction has very early origins, studies of job satisfaction among school
psychologists emerged in the 1980s (Huebner, 1993). Vensel’s observations (1981)
prompted urgency in the study of job satisfaction among school psychologists, revealing
that approximately 50% of practicing school psychologists planned to leave the
profession within five years (Reschly & Wilson, 1995). Some studies reported a
correlation with job satisfaction and the three dimensions of burnout; job satisfaction had
the strongest correlation with personal accomplishment. Although strenuous job demands
lead to emotional exhaustion and depersonalization, they give a fulfilling sense of
personal accomplishment. There has been a slight increase in the percentage of job
satisfaction among school psychologists over the years; many respondents have indicated
they were satisfied or very satisfied with their jobs, with the percentage of those
indicating job satisfaction between 80% to 90%. Job burnout has a negative impact on
job satisfaction (Biegen, 1993). The inverse relationship was examined, showing there
was a relationship between reduced job satisfaction and burnout among school
psychologists (Huebner, 1992).
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CHAPTER 3
METHODOLOGY
Introduction
The purpose of this study was to investigate the extent to which self-efficacy and
job satisfaction were predictors of burnout among school psychologists in the Midwest
United States, when age, gender, years of experience, and marital status were controlled.
This chapter addressed the research questions, null hypotheses, research design,
population and sample, research variables, procedures, and the analysis of the data.
Research Questions
The study was guided by the following research questions:
Question 1: Is there a relationship between self-efficacy and burnout among
school psychologists in the Midwest United States?
Question 2: Is there a relationship between job satisfaction and burnout among
school psychologists in the Midwest United States?
Question 3: Do self-efficacy and job satisfaction predict burnout among school
psychologists in the Midwest United States, when age, gender, years of experience, and
marital status are controlled?
Null Hypotheses
The following null hypotheses were raised in this study:
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1. Self-efficacy does not predict burnout among school psychologists in the
Midwest United States.
2. Job satisfaction does not predict burnout among school psychologists in the
Midwest United States.
3. Self-efficacy and job satisfaction do not predict burnout among school
psychologists in the Midwest United States, when age, gender, years of
experience, and marital status, are controlled.

Research Design
A cross-sectional quantitative design was used in this study for collection of the
data. The decision to use this design stemmed from the primary objective of the study,
which was to predict the value of a single dependent variable ‘burnout’ from a linear
combination of independent variables. The cross-sectional quantitative approach was the
appropriate method because, as a type of observational research, data are analyzed from
variables collected at a given point in time across a sample population or a pre-defined
subset. A correlational design was used to assess significance of the relationships
between self-efficacy and job satisfaction in predicting burnout among school
psychologists.
Population and Sample
Ideally, the random sampling technique would have been the best means for
collection of data, allowing for stronger statistical inference to the whole group.
However, a non-probability sampling technique was utilized. In the absence of a sample
frame, this method was more convenient, cost effective, and catered to the efficient
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collection of data. In spite of this limitation, the researcher attempted to collect a sample
which was representative of the population. This type of purposive sampling allowed the
researcher to gather important information based on the data collected, which are relative
to the research context. This method was time-and cost-effective when compared to other
methods.
The sample was selected from professional school psychology associations in the
Midwest United States, using emails and social media. Use of an online platform
increased the pool of potential participants located in the region specified. An online
survey also ensured completed questionnaires were received in a timely manner because
completed surveys did not have to be mailed. This method enhanced the speed of survey
return.
The specific number of practicing school psychologists in the Midwest United
States, was unknown. Data collected in 2019 by National Association of School
Psychologists (NASP) revealed that there were approximately 2,268 nationally certified
school psychologists. To practice as a school psychologist, one does not have to be
certified by NASP. Certification from a state education department was sufficient.
Therefore, the number of practicing school psychologists in the Midwest United States
was expected to be higher. Statistical data in a 2020 report indicated there were 2,190
clinical, counseling, and school psychologists practicing in Michigan, one of the Midwest
states. It is presumed that this number does not vary much from other states.
Van Voorhuis and Morgan (2007) explained that although the are more complex
formulae, the general rule of thumb is to have no less than 50 participants for a
correlation or regression with the number increasing with larger numbers of independent
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variables (p. 48). Thus, an approximate sample size of 200 respondents is sufficient to
obtain normalcy, facilitating sufficient representation of the population with the chosen
demographic characteristics. The population targeted for participation in the study were
school psychologists who were currently practicing in a least eight of the twelve
Midwestern States.
The 2020 NASP membership survey indicated the majority of school
psychologists had between 5 and 20 years of experience, excluding graduate school and
practicum experience, with an average of 13 years of experience. Ages of school
psychologists surveyed ranged from 25 to 86, with an average age of 44 years; more than
87% identified as female. Overall, the ethnic and racial diversity of school psychologists
in that survey were similar to the results from previous surveys; more than 80% of school
psychologists identified as white, with 12% accounting for minority groups. No data on
marital status was obtained.

Research Variables
In this study, burnout was conceptualized as the emotional, mental, and physical
exhaustion experienced by school psychologists over time, during the execution of their
roles, which ultimately led to diminished enthusiasm for their work, and the
depersonalization of their clients. Three subscales were employed to capture the operative
reality of the construct. These were (a) emotional exhaustion; (b) depersonalization; and
(c) reduced personal accomplishment.
The emotional exhaustion dimension of burnout expressed the psychological state
of a person. Emotional exhaustion becomes evident in feelings of hopelessness, despair,
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unhappiness, and fatigue, which are experienced as the overwhelming feelings one
experiences when taking on work-related tasks (Maslach & Jackson, 1986).
Emotional exhaustion often leads to depersonalization, where one displays
insensitive behaviors to clients and coworkers. A professional may become cynical, and
exhibit negative behaviors such as being callous, withdrawn, showing lack of sympathy,
becoming alienated, and numb to the challenges of others (Maslach & Jackson, 1986).
Reduced personal accomplishment occurs in individuals who are affected by
emotional exhaustion and depersonalization. In this dimension, one negatively assesses
oneself, viewing job performance as inadequate, unsuccessful, and unproductive
(Maslach et al., 2012). This self-perception causes one to become demotivated and in so
doing, develop low professional morale.
Self-efficacy may be defined as the confidence a person has in the ability to
perform a task successfully (Mackoniene & Norville, 2012). According to Bandura
(1977) self-efficacy hinges heavily on individual belief rather that on actual ability for
completing a task. It has been identified as one of the greatest factors in the motivation of
behavior. Self-efficacy guides the decision to take on a task, the amount of effort put into
getting the task done, the level of persistence and resilience in light of failures (Bandura,
1977). Bandura (1999) expressed the view that self-efficacy is the belief in the ability to
use cognitive resources (think); motivate (feel); and develop a course of action (act) to
navigate life’s events.
Job satisfaction may be defined as the positive or negative evaluative judgment
made about the job or job situation, encapsulating the cognitive and affective aspect of
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occupational evaluation, allowing one to make favorable or unfavorable assessments
about the job (Locke, 1976).
Demographic Variables
Demographic information provided data regarding the characteristics of the
research participants and allowed for a more accurate understanding of backgrounds and
social locations of the audience. Demographic variables help determine whether
individuals in a study are a representative sample and aids in analyzing the distribution of
the target population for generalization purposes. The age, gender, years of service, and
marital status data were important as they provided an understanding of these
characteristics of the population in relation to burnout levels, self-efficacy, and job
satisfaction.
To gather information from participants, four demographic questions were
included. Questions were structured to ensure anonymity and confidentiality. To keep the
demographic portion of the questionnaire concise and to avoid participant frustration only
two multiple-choice questions and two short answer questions were included.
Information includes age, gender, years of experience, and marital status. The
demographic portion of the questionnaire was expected to take less than two minutes to
complete.
These demographic questions, used as control variables, were included in the
study to capture the social characteristics of the respondents, helping to assess how
different groups responded. It was predicted that fewer male respondents would respond
than female respondents or those of other genders. A difference was expected between
younger and older respondents.
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Instrumentation
Essential to the research process is the selection of appropriate measurement
tools. Use of valid and reliable measurement tools is of paramount importance as it
ensures the tools selected measure what is intended to be measured, with consistency in
results over numerous trials. An appropriate research tool contributes to harvesting of
good data. The instruments used for data collection are discussed below.
The measures used in this study were established instruments with satisfactory
reported validity and reliability. To assess the validity of the instrument certain steps
were taken. First, instruments selected were credible and had been used in multiple
studies. Previous researchers assessed validity of the selected instruments. Content
validity of the instruments had been sought by gaining input from professionals in the
field to ensure clarity and applicability of the questions. The researcher assured
participants of confidentiality and anonymity to promote honesty and increase the
probability that questions would be answered truthfully. The questionnaire consisted of
four sections (a) Section 1 collected demographic information, (b) Section 2 measured
burnout among school psychologists, (c) Section 3 measured self-efficacy, and (d)
Section 4 assessed job satisfaction among participants.
Burnout: Maslach Burnout Inventory-Human Services Survey
For this construct, the MBI-Human Services Survey (MBI-HSS) was used,
because school psychologists were in the category of human service professions. The
MBI-HSS was designed to assess three aspects of burnout using a total of 22 questions:
emotional exhaustion (9 items), depersonalization (5 items), and reduced personal
accomplishment (8 items). All items consisted of positively worded statements; the
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respondent was asked to rate each in terms of their frequency of experience on a Likerttype scale (0 = never to 6 = every day). The emotional exhaustion dimension assesses
feelings of being emotionally overextended and exhausted. The depersonalization
dimension measures the impersonal reaction towards others, primarily the clients being
treated by the individual. The reduced personal accomplishment dimension measures
feelings of competence and successful achievement in the profession (Maslach et al.,
1996). Licenses to reproduce the MIB-HSS were obtained from Mind-Garden; the
purchased licenses appear in Appendix B.
Maslach and Jackson (1986) used three measures to evaluate the validity of the
MBI-HSS. First, someone close to the respondent was asked to complete the survey
based on their knowledge of the respondent; then, participant scores were correlated with
those ratings from a friend, spouse, or coworker. Second, scores were correlated with the
presence of certain job characteristics considered contributory to burnout. Third, scores
were correlated with measures of other outcomes hypothesized as related to burnout
(Maslach & Jackson, 1986; Maslach et al., 1996).
Reliability coefficients for the MBI-HSS subscales as reported by Maslach, et al.
(1996) found acceptable coefficients of 0.90 for emotional exhaustion, 0.79 for
depersonalization, and 0.71 for personal accomplishment. Maslach and Jackson (1996)
investigated reliability of the instrument with professionals in different fields; reliability
scores were adequate. Tested at two- and four-week intervals, Maslach and Jackson
found test-retest coefficients of 0.82 for emotional exhaustion, 0.60 for depersonalization,
and 0.80 for personal accomplishment among administrators, while teachers retested at a
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one-year interval produced slightly lower coefficients of 0.60 for emotional exhaustion,
0.54 for depersonalization, and 0.57 for personal accomplishment.
Other teams evaluated the reliability of the MBI-HSS. Though some coefficients
were lower, the tool was deemed sufficient in measuring reality. Hastings et al. (2004)
supported the use of the MBI-HSS and found the instrument to be reliable, producing
reliability scores of 0.87 for emotional exhaustion, 0.68 for depersonalization, and 0.76
for personal accomplishment. Leiter (1990) found test-retest correlations of 0.59 for
emotional exhaustion, 0.50 for depersonalization, and 0.63 for personal accomplishment
at a 6-month interval. Later, Leiter and Durup (1996) found test-retest correlations of
0.75 for emotional exhaustion, 0.64 for depersonalization, and 0.62 for personal
accomplishment at a 3-month interval. Lee and Ashworth (1996) found test-retest
correlations of 0.74 for emotional exhaustion, 0.72 for depersonalization, and 0.65 for
personal accomplishment at an 8-month interval.
Self-Efficacy Scale
The Self-Efficacy Scale (Jerusalem & Schwarzer, 1992) contained 10 items, using
a four-point scale. The scale assessed a general sense of perceived self-efficacy
predicting the ability to cope with daily hassles as well as to adapt after experiencing
stressful life events. The scale was designed for the general adult population, including
adolescents above the age of 12. Usually self-administered, the scale is used as part of a
more comprehensive questionnaire. The scale was comprised of 10 items using a 4-point
scale, ranging from 1 (not at all true) to 4 (exactly true). Responses to the 10 items were
summed to yield a composite score, ranging from 10 to 40. The SES has a reliability
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coefficient of Cronbach’s α = 0.849. This scale is available for public use and is available
on the internet.
Job Satisfaction: Minnesota Satisfaction Questionnaire-Short Form
The Minnesota Satisfaction Questionnaire-Short Form (MSQ-SF) was used to
assess job satisfaction. The MSQ-SF, developed by Weiss et al. (1967), measures three
scales: Intrinsic, Extrinsic, and General Satisfaction. This measure was based on the
Minnesota theory of work adjustment. Each item refers to a reinforcer in the work
environment. Reinforcers include ability utilization, achievement, activity, advancement,
authority, company policies/practices, compensation, coworkers, creativity,
independence, moral values, recognition, responsibility, security, social service, social
status, supervision, variety, and working conditions. The short form consists of 20 selfadministered items. Respondents were asked to rate each item on a 5-point Likert-type
scale ranging from 1 (very dissatisfied) to 5 (very satisfied). The Intrinsic Satisfaction
subscale (12 items) was derived from internal features of the job. The Extrinsic
Satisfaction subscale (8 items) measured gratification derived from external aspects of
the job. All 20 items on the MSQ-SF measure General Satisfaction. The General
Satisfaction scale assesses overall job satisfaction, a combination of the intrinsic
satisfaction and extrinsic satisfaction scales.
The manual for the MSQ-SF suggests that construct validity was derived from
indirect validation studies on the work adjustment theory. Studies of occupational group
differences added to the validity of the shortened scale. Reliability ranges were obtained
from multiple occupations: (a) the overall instrument range was α = 0.87 to α = 0.92, (b)
the intrinsic scale ranged from α = 0.84 to α = 0.91, and the extrinsic scale range was α =
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0.77 to α = 0.82 (Weiss et al., 1967). The MSQ-SF (Weiss et al., 1967) had acceptable
reliability coefficients. Other studies reported coefficients of 0.859 for the Intrinsic
Satisfaction subscale, 0.80 for the Extrinsic Satisfaction subscale, and 0.889 for the
General Satisfaction scale. The MSQ-SF is available for research purposes, without
charge or written consent, with proper acknowledgement of the University of Minnesota.
Procedure
Prior to commencement of the study, the researcher obtained approval from the
Institutional Review Board (IRB) of Andrews University (Appendix C). Purchase of the
licenses to reproduce the MBI-HSS was through Mind Garden (Appendix B); data
collection began as soon as the approvals were received. A participant recruitment letter
was sent to school psychology associations in the Midwestern US with a copy of the
survey for distribution among the membership. Administrators and special education
directors of school districts were contacted and asked to forward the questionnaire to
school psychologists in their districts (Appendix D). School psychologists’ emails were
harvested from school online staff directories and contacted individually (Appendix E). A
self-report questionnaire was the tool used to collect data. Self-report tools had beneficial
advantages for this study. This method of gathering data is inexpensive, time efficient,
and simple to administer. Collection of data for this survey was easier, being
administered and collected online. Additionally, self-report tools are objective, as the
results are not subject to researcher bias or interpretation.
School psychology associations received an email explaining the study’s
importance, requesting participation, and providing a link to the survey. The survey link
directed individuals to an online informed consent form (Appendix F) describing more
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details about the study, including participant rights, benefits, and risks associated with the
study; confidentiality protocols; and contact information. Individuals received assurance
that any information provided would not be linked to them personally. Participants who
clicked “Yes” affirming their willingness to participate were allowed to access and begin
the survey (Appendix G). Once participants completed the questionnaire, they were given
the option to provide their email address to be entered into a raffle drawing for a prize of
two $50 Amazon e-gift cards. Email addresses were stored separately from questionnaire
responses and deleted immediately after the random draw. Data were stored on a
password-protected computer for later analysis.
Data Analysis
A multiple regression analysis was chosen for this study. Regression analysis
procedures have the primary purpose of developing an equation to be used to predict
values on a dependent variable for all members of the population (Vannatta & Mertler,
2013; Stevens, 2002). This data analysis method was used to determine the relationships,
if any, between the dependent variable, burnout, and the independent variables selfefficacy and job satisfaction
Hypotheses in the study were tested using a multiple regression analysis. The
analysis combined predictor variables including school psychologist self-efficacy and job
satisfaction to increase the accuracy of predicting the outcome variable: burnout.
Statistical analysis used Pearson’s correlations and Analysis of Variance (ANOVA) as
related to the research questions.
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CHAPTER 4
FINDINGS
Introduction
The purpose of this quantitative, cross-sectional study was to investigate whether
self-efficacy and job satisfaction among school psychologists in the Midwest United
States were predictors of burnout when age, gender, years of service, and marital status
were controlled. Self-efficacy and job satisfaction represented predictor variables while
burnout served as the criterion or dependent variable. School psychologists are likely to
experience burnout from job-related stressors such as role overload, time pressures,
depersonalization, and compassion fatigue. A primary objective was to explore these
concerns and propose guidance for future research, policy development, and
implementation. The hope was to provide school districts, university training programs,
state and national organizations, and other stakeholders with valuable information about
the current levels of burnout among school psychologists in select Midwestern states, and
add to the growing body of knowledge regarding burnout and self-efficacy in relation to
to job satisfaction of school psychologists. A convenience sample of 206 school
psychologists from nine Midwestern states was polled.
This chapter discusses the findings of the study, employing descriptive statistics,
comparison of means, a sample t-test, exploratory factor analysis, and regression analysis
to answer the research questions and to test the null hypotheses. This section provides a
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step-by-step discussion of how the data were analyzed to answer the following research
questions:
Question 1: Is there a relationship between self-efficacy and burnout among
school psychologists in the Midwest United States?
Question 2: Is there a relationship between job satisfaction and burnout among
school psychologists in the Midwest United States?
Question 3: Do self-efficacy and job satisfaction predict burnout among school
psychologists in the Midwest United States, when age, gender, years of
experience, and marital status, are controlled?
Accepting or rejecting the null hypotheses was crucial to the data analysis. The
null hypotheses presumed no relationship between the predictor variables and the
outcome variable in the sample studied. This chapter was organized to test the following
null hypotheses systematically:
1. Self-efficacy does not predict burnout among school psychologists in
the Midwest United States.
2. Job satisfaction does not predict burnout among school psychologists
in the Midwest United States.
3. Self-efficacy and job satisfaction do not predict burnout among school
psychologists in the Midwest United States, when age, gender, years
of experience, and marital status, were controlled.
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To meet the analytic needs of the study, the chapter presented findings at three
levels of analysis, namely: univariate, bivariate, and multivariate. The univariate analyses
presented findings about the structure and distribution of the sample by gender, age, work
experience, and marital status; and report on the psychometric integrity of the outcome
and predictor variables. The bivariate analyses included findings on burnout by gender,
marital status, years of experience, state, and age. The multivariate analysis explained the
independent and joint effects of each of the independent variables and the demographic
variables on burnout, the outcome variable.
Univariate Analyses
Validity of Instruments
Construct validity indicates the extent to which a measurement method or
instrument represents the construct being considered. The measurement accuracy for each
outcome was important to determine the credibility of the study.
To determine the factorability of the survey, items were excluded if they had high
uniqueness scores or if they did not correlate with at least one other item at a level of r >
.4, as recommended by Stevens (2002). Items not loading r > .4 were eliminated from the
factor analysis item by item. Additionally, the Kaiser-Meyer-Olkin (KMO) measure of
sample adequacy criterion was used to determine factorability while Bartlett’s test of
sphericity criterion was used to check for redundancy between variables on the identity
matrix (Stevens 2002). Kaiser (1970) recommended a KMO value of > .6 while Bartlet’s
test needs a probability < .05 to be eliminated as an identity matrix and meet the criteria
for factor analysis. Factor rotation was also done using the oblimin method to minimize
the complexity of the structure and simplify the interpretation of the data. For the purpose
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of assessing the validity a 0.4 cutoff point was considered acceptable for assessing factor
loading strength.
Maslach Burnout Inventory-Human Services Survey
Validity of the MBI-HSS was assessed by conducting an exploratory factor
analysis using principal axis and oblimin factor rotation on survey items. Initial validity
exploration of the MBI-HSS found a KMO score of 0.865, with the Bartlett's test of
sphericity generating a score of Χ² (136) = 1372.252, p < .001. The aforementioned
scores suggested that the data was appropriate for conducting factor analysis. The
assumptions for factor analysis were met.
When exploratory factor analysis was conducted a three-factor structure was
established. Five of the items on the MBI-HSS did not meet the factor loading threshold
based on the 0.4 cut off (as supported by Stevens, 2002). The deleted items had high
uniqueness scores and did not align with any of the three factors established.
Factor 1 was aligned with emotional exhaustion; eight items were retained. Factor
2 explained personal accomplishment, consisting of five items, while Factor 3
corresponded with depersonalization with four items. The overall correlations of all three
factors were in an acceptable range (r = -0.329, r = -0.206, r = 0.411) . For Factors 1 and
2, r = 0.329, while Factors 1 and 3 was r = 0.411. The correlation between Factors 2 and
3 was r = 0.206.
The appropriateness of the factor correlations was evaluated using Cohen’s
measure (> 0.1 is small; > 0.3 is medium and > 0.5 is large) and deemed to be
appropriate. These three factors explained approximately 52% of the variance. Further
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analysis was done; this three-factor model was evaluated as a good fit using statistically
acceptable standards (RMSEA = 0.075, TLI = 0.896). See Tables 1 and 2.
Self-Efficacy Scale
Validity of the SES (Jerusalem & Schwarzer, 1992) was assessed by conducting
an exploratory factor analysis using principal axis and oblimin factor rotation on the
survey items. During the initial validity exploration of the SES, I found a KMO score of
0.857, with the Bartlett's test of sphericity generating a score of Χ² (36) = 701.722, p <
.001. These scores suggested the data was appropriate for conducting factor analysis.
Therefore, the assumptions for factor analysis were met.
When the exploratory factor analysis was conducted and a single factor structure
established, one item did not meet the factor loading threshold based on the 0.4 cut off.
This deleted item had a high uniqueness score and did not align with the factor, leaving
nine items aligned with self-efficacy. The item “If someone opposes me, I can find the
means and ways to get what I want” was deleted. See Tables 3 and 4.
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Table 1
Burnout Exploratory Factor Analysis
Item

Factor 1 Factor 2 Factor 3

Uniqueness

I feel emotionally drained from my work.

0.863

0.281

I feel used up at the end of the workday.

0.861

0.294

I feel burned out from my work.

0.850

0.229

I feel fatigued when I get up in the
morning and have to face another day
on the job.

0.706

0.376

I feel frustrated by my job.

0.686

0.470

I feel I'm working too hard on my job.

0.673

0.520

I feel like I am at the end of my rope.

0.672

0.417

Working with people all day is really a
strain for me.

0.408

0.659

I have accomplished many worthwhile
things in this job.

0.814

0.326

I feel I am positively influencing other
people's lives through my work.

0.755

0.380

I feel exhilarated after working closely
with my recipients.

0.421

0.752

I feel very energetic.

0.412

0.693

I deal very effectively with the problems
of my recipients.

0.408

0.832

I've become more callous towards people
since I took this job.

0.740

0.421

I feel I treat some recipients as if they
were impersonal objects.

0.697

0.515

I worry that this job is hardening me
emotionally.

0.657

0.402

I don't really care what happens to some
recipients.

0.589

0.606
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Table 2
Factor Loading for Burnout Inventory
Factor 1 Factor 2 Factor 3

Uniqueness

I feel emotionally drained from my work.

0.863

0.281

I feel used up at the end of the workday.

0.861

0.294

I feel burned out from my work.

0.850

0.229

I feel fatigued when I get up in the
morning and have to face another day
on the job.

0.706

0.376

I feel frustrated by my job.

0.686

0.470

I feel I'm working too hard on my job.

0.673

0.520

I feel like I am at the end of my rope.

0.672

0.417

Working with people all day is really a
strain for me.

0.408

0.659

I have accomplished many worthwhile
things in this job.

0.814

0.326

I feel I am positively influencing other
people's lives through my work.

0.755

0.380

I feel exhilarated after working closely
with my recipients.

0.421

0.752

I feel very energetic.

0.412

0.693

I deal very effectively with the problems
of my recipients.

0.408

0.832

I've become more callous towards people
since I took this job.

0.740

0.421

I feel I treat some recipients as if they
were impersonal objects.

0.697

0.515

I worry that this job is hardening me
emotionally.

0.657

0.402

I don't really care what happens to some
recipients.

0.589

0.606
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Table 3
Factor Characteristics

Proportion
variance

Cumulative

Sum Sq.
Loadings

Proportion
variance.

Cumulative

Rotated solution

Sum Sq.
Loadings

Unrotated solution

Factor 1

5.780

0.340

0.340

4.683

0.275

0.275

Factor 2

1.612

0.095

0.435

2.115

0.124

0.400

Factor 3

1.432

0.084

0.519

2.027

0.119

0.519

Table 4
Self-Efficacy Scale Factor Analysis
Factor 1

Uniqueness

I can usually handle whatever comes my way.

0.765

0.415

If I am in trouble, I can usually think of a solution.

0.751

0.436

I am confident that I could deal efficiently with unexpected
events.

0.700

0.510

Thanks to my resourcefulness, I know how to handle
unforeseen situations.

0.690

0.524

I can solve most problems if I invest the necessary effort.

0.638

0.593

When I am confronted with a problem, I can usually find
several solutions.

0.624

0.611

I can remain calm when facing difficulties because I can rely
on my coping abilities.

0.565

0.681

It is easy for me to stick to my aims and accomplish my goals.

0.563

0.683

I can always manage to solve difficult problems if I try hard
enough.

0.523

0.726
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Minnesota Satisfaction Questionnaire-Short Form
Validity of the MSQ-SF was assessed by conducting an exploratory factor
analysis using principal axis and oblimin factor rotation on survey items. Validity
exploration found a KMO score of 0.883, with the Bartlett's test of sphericity generating
a score of Χ² (120) = 1674.70, p < .001. These scores suggest the data were appropriate
for factor analysis and the assumptions for factor analysis were met.
When the exploratory factor analysis was first conducted a three-factor structure
was established, but almost 50% of the items were lost. The original scale had 20 items; 9
were not retained in the three-factor model. Data were analyzed again; a single factor
structure was established and accepted. Four items did not meet the factor loading
threshold based on the 0.4 cut off. The deleted items had high uniqueness scores and they
did not align with the factor. The four deleted items were (a) The chance to tell people
what to do; (b) The chance to be “somebody” in the community; (c) The chance to work
alone on the job; and (d) Being able to keep busy all the time. See Table 5.
Reliability of Instruments
For this study Cronbach’s alpha was used to measure the reliability of
instruments. Stevens (2007) indicated that Cronbach’s alpha scores between 0.6 to 0.7 are
acceptable reliability scores.
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Table 5
Minnesota Satisfaction Questionnaire-Short Form Factor Analysis
Factor 1

Uniqueness

The praise I get for doing a good job.

0.744

0.447

The chance to try my own methods of doing the job.

0.727

0.472

The freedom to use my own judgment.

0.726

0.474

The working conditions.

0.726

0.474

The chance to do something that makes use of my abilities.

0.693

0.520

The way company policies are put into practice.

0.669

0.552

The competence of my supervisor in making decisions.

0.656

0.569

The feeling of accomplishment I get from the job.

0.648

0.580

The way my boss handles his/her workers.

0.641

0.589

The chance to do different things from time to time.

0.602

0.638

The chance to do things for other people.

0.573

0.672

The way my coworkers get along with each other.

0.518

0.731

The way my job provides for steady employment.

0.488

0.761

My pay and the amount of work I do.

0.486

0.764

The chances for advancement on this job.

0.477

0.772

Being able to do things that don't go against my conscience.

0.464

0.784
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In this study the reliability of all MBI-HSS dimensions were at or above the
minimal value for the Cronbach’s alpha. Emotional exhaustion recorded a Cronbach’s
alpha of 0.874. Depersonalization had a Cronbach’s alpha of 0.754, and personal
accomplishment was 0.702. The Cronbach’s alpha for general burnout was 0.712 which
also indicated acceptable reliability. Maslach and Jackson (1996), in the manual for the
MBI, reported finding acceptable reliability coefficients of 0.90 for emotional exhaustion,
0.79 for depersonalization, and 0.71 for personal accomplishment. for the MBI-HSS
subscales. Emotional exhaustion had the strongest coefficient followed by
depersonalization, with personal accomplishment having the weakest coefficient.
The SES (Jerusalem & Schwarzer, 1992) was created to assess perceived selfefficacy to predict the ability to cope with daily hassles and adaptation after various kinds
of stressful life events. The SES had high reliability (Cronbach’s a = 0.849). In this study
of school psychologist respondents in the Midwestern US, the reliability of the SES was
higher when measured by Cronbach’s alpha, (0.866) indicating robust reliability.
The Cronbach’s alpha generated from the MJQ-SF in this study was 0.906,
demonstrating a strong reliability for the instrument, when administered to school
psychologists in the Midwestern US. The manual for the MSQ-SF reported reliability
ranges obtained from multiple occupations. The ranges were as follows: the overall
instrument (α = 0.87 to α = 0.92), the intrinsic scale (α = 0.84 to α = 0.91), and the
extrinsic scale (α = 0.77 to α = 0.82) (Weiss et al., 1977). Thus, the MSQ-SF (Weiss et
al., 1967) had acceptable reliability coefficients. Other studies reported coefficients of
0.859 for the intrinsic subscale, 0.80 for the extrinsic subscale, and 0.889 for the general
scale. See Table 6 for a summary of the reliability estimates for each of the instruments.
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Demographic Distribution
The sample for this study consisted of 206 school psychologists from nine of the
twelve Midwest States. Participants were recruited through two state school psychologist
associations (Michigan and Ohio) and from staff directories on the websites of school
districts. To capture the structure of the sample, frequencies for the demographic data
were obtained. Participation by states is shown in Table 7.
Respondents included 164 females (79.6%) and 42 males (20.4%). None of the
respondents identified as non-binary or indicated any other identity status. Of the 206
respondents 164 reported that they were married (79.6%), 28 single 13.6%), 12 divorced
(5.8%), and 2 widowed (1%).

Table 6
Reliability Estimates
Instrument

MBI-HSS
Burnout Inventory
SES
MJQ-SF

Variable

No. of Items

Emotional Exhaustion
Personal Accomplishment
Depersonalization
Burnout Score
SES
General Job Satisfaction
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8
5
4
17
9
16

Cronbach’s
Alpha
.874
.702
.754
.712
.866
.906

Table 7
Distribution of Sample by States
State

Frequency

Percent

Cumulative Percent

Illinois

45

21.951

21.951

Indiana

19

9.268

31.220

Kansas

10

4.878

36.098

Michigan

71

34.634

70.732

Minnesota

8

3.415

74.146

Nebraska

4

1.951

76.098

Ohio

16

7.805

83.902

South Dakota

2

0.976

84.878

Wisconsin

31

15.122

100.000

Missing

0

0.000

206

100.000

Total

Years of service among the respondents ranged from less than one year to 42
years of service. Groups were created and coded to provide levels of experience. Those
with less than one to nine years were coded as early career. Individuals with 10 to 14
years were coded as juniors, 15 to 24 years as mid-career, 25 to 29 years as late career,
and ≤ 30 years as seniors. Eighty-eight respondents had less than ten years of service; 32
respondents had 10 to 14 years of service, 51 had 15 to 24 years of service, 18 had 25 to
29 years of service, and 16 had served for thirty or more years.
Participant birth years ranged from 1949 to 1997; one participant failed to record
the year in which they were born. However, that participant had been a school
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psychologist for forty-two years, the most experienced in the sample. Based on this, the
age for this participant was estimated and classified as 56 years and over. There were 70
school psychologists of 35 years of age and less (classified as Early Adult), 61
respondents between the ages of 36 and 45 (Adult), and 46 respondents between the ages
of 46 and 55 (Middle Aged). The oldest group included 29 school psychologists aged 56
and over (Seniors). Table 8 provides descriptive data for gender, marital status, age, and
years of work experience.

Table 8
Descriptive Data for Demographic Variables
Variables

Number
164
42
0
0
206

Percentage
79.6%
20.4%
0%
0%
100.0%

Marital Status

Married
Single
Divorced
Widowed
Total

164
28
12
2
206

79.6%
13.6%
5.8%
1%
100.0%

Age

35 & under
36 - 45
46 - 55
56 & over
Total

70
61
46
29
206

34%
30%
22%
14%
100.0%

Work Experience

< 10 years
10 - 14 years
15 - 24 years
25 - 29 years
30 & over years
Total

88
33
51
18
16
206

42.7%
16%
24.8%
8.7%
7.8%
100.0%

Gender

Groups
Female
Male
Non-Binary
Other
Total
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Bivariate Analyses
The analysis of demographic variables with burnout provided data regarding
research participants. Age, gender, years of service, and marital status demographics
allowed for gauging the impact of these positional characteristics on the outcome
variable, shedding light on the major experiential characteristics of the population in
relation to burnout levels. These demographic variables provided knowledge of the social
locations of respondents and understandings of the weight of these variables on the
behavioral outcomes examined.
Burnout and Marital Status
Marital status differences for burnout among school psychologists suggested that
single participants experienced the most burnout with a mean of 42.929 (SD = 12.516)
while widowed school psychologists experienced the least burnout with a mean of 16.000
(SD = 11.314). Married/partnered school psychologists had the second highest mean of
38.006 (SD = 12.639), while divorced school psychologists ranked third with 36.167 (SD
= 16.508). See Table 9.

Table 9
Burnout and Marital Status Means and Standard Deviations

Single
Married/Partnered
Divorced
Widowed

M

SD

F

p

n2

42.929
38.006
36.167
16.000

12.516
12.639
16.508
11.314

3.35

0.02

0.047
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The differences among marital status groups were obtained by employing a oneway ANOVA. The homogeneity of variance assumption was met (F = 0.37, p = 0.78).
However, while the analysis of variance indicated the difference between burnout and
marital status was significant (p = 0.02), there was a small effect size (η² = 0.047).

Burnout and Gender
The assumption of normality was met using the Shapiro-Wilks test. The general
burnout score for males (W = 0.982; p = 0.720) and females (W = 0.993; p = 0.611)
indicated normality. The analysis of gender vs. the components of burnout had varying
results. There was significance for females in the three burnout dimensions, indicating
that normality was not met. In the emotional exhaustion dimension, females did not meet
the assumption of normality (W = 0.982; p = 0.028) while the assumption of normality
was met for the male group (W = .0.997; p = 0.341). For personal accomplishment the
female group (W = 0.982; p = 0.034) did not meet the assumption of normality while
normality was met for the male group (W = 0.975; p = 0.475. The assumption of
normality was not met for females (W = 0.938; p <.001) in the depersonalization
dimension, but was met for the males (W = 0.962; p = 0.170).
When assessing the assumption of equality of variance using the Levene’s test of
equality of variances, general school psychologist burnout (F = 1.355; p = 0.246),
emotional exhaustion (F = 0.224; p = 0.636), personal accomplishment (F = 1.310; p =
0.254) and depersonalization (F = 1.321; p = 0.252) met the assumption.
The difference between school psychologists’ burnout and gender was assessed
using an independent samples t-test and a Welch’s Test of Unequal Variances. The
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analyses showed that no significant difference between males and females existed for this
variable, t (204) = -0.226, p = 0.822.
Gender differences for school psychologists’ burnout on the emotional exhaustion
dimension indicated that females reported higher means than males. Females had a mean
of 24.172 (SD = 8.600) while the male mean was 22.476 (SD = 8.356). In the personal
accomplishment dimension males had a slightly higher mean indicating that males (M =
7.571; SD = 3.255) experienced more feelings of reduced personal accomplishment than
females (M = 7.442; SD = 2.842). On the depersonalization dimension males reported a
higher mean than females. This suggests that males (M = 8.714; SD = 5.688) indicated
higher levels of depersonalization than females (M = 6.718; SD = 4.996). When
comparing means of the general burnout score males (M = 38.762; SD = 14.015) had
slightly more elevated means than females (M = 38.331; SD = 12.866). See Table 10.

Table 10
Gender and Burnout Independent Samples t-Test

Burnout Score
Emotional Exhaustion
Personal
Accomplishment
Depersonalization

Gender
Female
Male
Female
Male
Female
Male
Female
Male

M
38.331
38.762
24.172
22.476
7.442
7.571
6.718
8.714
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SD
12.866
14.015
8.600
8.356
2.842
3.255
4.996
5.688

t

p

-0.190

0.850

1.146

0.253

Cohen’s d

-0.033
-0.256

0.798

-2.243

0.026

Burnout and Work Experience
A Pearson’s correlation was conducted to examine the relationship between
school psychologist burnout and years of experience. An analysis revealed there was a
negative non-significant correlation (r = -0.114; p = 0.103). School psychologists with
more experience reported less burnout than school psychologists with less experience.
Table 11 displays these results
Work experience differences for burnout among school psychologists suggested
that Group 2 participants (10-14 years of experience) experienced the highest level of
burnout, with a mean of 43.594 (SD = 12.136) while school psychologists in Group 5 (30
and more years of service) experienced the least burnout with a mean of 34.750 (SD =
15.093). In comparing means, school psychologists in Group 1 (under 10 years of
experience) had the second highest level of burnout with a mean of 39.557 (SD =
12.852), while Group 4 (25-29 years) school psychologists ranked third with a mean of
36.111 (SD = 14.233) and Group 3 ranked fourth with a mean of 35.176 (SD = 12.053).
See Table 12.

Table 11
Pearson’s Correlations between Burnout Score and Work Experience
Variable

Years of Practice

Burnout Score

Pearson's r

—

p

—

Pearson's r

-0.114

—

p

0.103

—

Work Experience

Burnout Score

87

Table 12
Descriptive Statistics for Work Experience
Work experience

M

SD

N

Early Career

39.557

12.852

88

Juniors

43.594

12.136

32

Mid-Career

35.176

12.053

51

Late Career

36.111

14.233

18

Seniors

34.750

15.093

16

Using Levene’s Test of Equality of Variances the assumption of equality of
variance was met (F = 0.559, p = 0.692). A more in-depth analysis between burnout and
years of experience was obtained by employing a one-way ANOVA, which indicated that
the difference between burnout and years of experience was significant (p = 0.029);
however, there was a small effect size (η² = 0.052). A Games-Howell Post Hoc
Comparison on work experience within the group was not significant among all groups.
However, there was a significant result between Group 2 (10-14 years) or those classified
as juniors for the purpose of this research and Group 3 (15-24 years) or those classified as
midcareer, when an analysis of the differences was done. The mean difference was of
8.417 (p = 0.024). See Tables 13 and 14.

88

Table 13
Work Experience and Burnout ANOVA
Sum of Squares

df

Mean Square

F

p

η²

Work experience

1818.298

4

454.574

2.750

0.029

0.052

Residuals

33059.624

200

165.298

Cases

Note. Type III Sum of Squares

Table 14
Post Hoc Comparisons of Work Experience
Comparison

Mean Difference

SE

t

df

ptukey

1-2

-4.037

2.545

-1.586

58.002

0.512

1-3

4.380

2.174

2.015

110.124

0.266

1-4

3.446

3.624

0.951

23.018

0.874

1-5

4.807

4.014

1.197

19.158

0.753

2-3

8.417

2.730

3.084

65.653

0.024

2-4

7.483

3.982

1.879

30.913

0.349

2–5

8.844

4.341

2.037

25.001

0.278

3–4

-0.935

3.755

-0.249

26.125

0.999

3–5

0.426

4.134

0.103

21.346

1.000

4–5

1.361

5.049

0.270

30.997

0.999

Note: Games-Howell method
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Burnout and Age
A Pearson's correlation was conducted to examine the relationship between
school psychologist burnout and age. An analysis revealed a significant inverse
correlation (r = -0.188, p = 0.007) suggesting that burnout decreases with age.
Apparently, younger school psychologists experienced more burnout than older
colleagues in the profession (Table 15).
Burnout by State
State differences for burnout among school psychologists, suggested that Ohio
participants experienced the most burnout with a mean of 45.313 (SD = 11.312) while
South Dakota school psychologists experienced the least burnout with a mean of 29.000
(SD = 14.142). In comparing means, Wisconsin school psychologists had the second
highest mean of 38.935 (SD = 11.902); followed by Michigan, 38.873 (SD = 13.160);
Illinois, 37.622 (SD = 12.84); Kansas, 36.800 (SD = 14.943); Indiana, 36.211 (SD =
16.920); Minnesota, 35.0 (SD = 13.638); and Nebraska, 33.00 (SD = 11.165).

Table 15
Pearson’s Correlation of Burnout Score and Age
Variable

Age

Burnout Score

Pearson's r

—

P

—

Pearson's r

0.188

—

P

0.007

—

Age

Burnout Score
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Table 16
Burnout and Midwestern State Means and Standard Deviations
M

SD

Ohio
Wisconsin
Michigan
Illinois
Kansas

45.313
38.935
38.873
37.622
36.800

11.312
11.902
13.160
12.084
14.943

Indiana

36.211

16.920

Minnesota
Nebraska
South Dakota

35.000
33.000
29.000

13.638
11.165
14.142

F

p

η²

0.954

0.473

0.037

To analyze differences among states in relation to burnout a one-way ANOVA
was conducted. Preliminary analysis indicated the equality of variance assumption was
met (F = 0.473, p = 0.874). An analysis of variance found the differences between
burnout and states were not statistically significant (p = 0.473); there was also a small
effect size (η² = 0.037).
Multivariate Analysis
Multiple regression analysis was used to investigate the joint and independent
effect of the independent variables on an outcome variable; allowing one to evaluate the
effect of each variable while controlling for other variables. The researcher was enabled
to make predictions about variables based on the scores of other variables. With
regression analysis, a statistical model can be produced, allowing us to predict values of
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the outcome variable based on the predictor variable(s). This model took the form of a
statistical equation: Y = B0 + B1X1 + B2X2
• Where Y represents the outcome variable (burnout)
• X1 represents the first predictor variable
• X2 represents the second predictor variable
In this case: Burnout score = B0 + B1 Self-efficacy + B2 Job Satisfaction
For a multiple regression analysis, the data must meet several assumptions for the
analysis to be reliable and valid. Ideally, the relationship between the independent
variables and the dependent variable should be linear, with no multicollinearity; the
values in the residual should be independent, with no homoscedasticity; the values in the
residual should be normally distributed; and there should be no influencing case biasing
the model. This model was sufficiently robust to accommodate minor violations of the
assumptions.
Partial regression plots and a plot of studentized residuals against the predicted
values of the data for this study indicated there was linearity. A Durbin-Watson statistic
assessed independence of residuals. Homoscedasticity existed, as assessed by visual
inspection of a plot of studentized residuals versus unstandardized predicted values. No
evidence of multicollinearity existed, as assessed by tolerance values greater than 0.1.
There were no studentized deleted residuals greater than ± 3 standard deviations, no
leverage values greater than 0.2, or values for Cook's distance above 1. The assumption
of normality was met, as assessed by a Q-Q Plot.
The multiple regression analysis was performed to investigate whether selfefficacy and job satisfaction could predict school psychologist burnout scores while
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controlling for the demographic variables. Categorical variables were coded to meet
regression analysis requirements. Dummy codes were utilized to classify the
demographic variables. The variable gender was coded as 0 for males, the group with
which the comparison was made and 1 for females. Divorced, married, and single marital
statuses were compared with the widowed group which was represented by 0. For age,
the senior group was represented by 0 and compared with the early adult, adult, and
middle-aged groups. Early career, juniors, middle career, and late career groups were
compared to the senior group, which was omitted.
The regression model was assessed through the lens of the adjusted R2; the R2 was
considered a positively-biased estimate of the proportion of the variance of the dependent
variable accounted for by the regression model. The adjusted R2 corrects for this positive
bias to provide a value that would be expected in the population. The adjusted R2 was an
estimate of effect size. The significance was assessed by the sig./p value. A p <.05 is
considered significant while a p >.05 would not have a statistically significant result.
Results of the multiple regression indicated that the demographic variables: age,
gender, work experience, and marital status did not contribute to the model, while the
demographic variables age, work experience, and marital status had been significant in
the bivariate analysis. Self-efficacy and job satisfaction were significant in the model.
The model explained approximately 38% (adjusted R2) of the variance in burnout score;
thus the model was considered a good fit, F (13, 192) = 10.498, p < .000. The probability
value satisfied the criteria for statistical significance, showing the model predicted the
dependent variable better than the mean model; and was a better fit of the data than the
mean model.

93

Self-efficacy and job satisfaction were predictors of the model. Additional results
indicated that the standardized coefficient (β) for self-efficacy was -0.251 and was 0.476
for job satisfaction. The slope coefficient represented the change in the dependent
variable for every unit change in each independent variable. Thus, the increase in selfefficacy was associated with a decrease in school psychologist burnout of 0.251.
Therefore, the school psychologist burnout score decreased by 25% for every unit of selfefficacy score. The multiple regression equation predicted that school psychologist
burnout would increase as job satisfaction increased. Burnout score increased by
approximately 48% for every unit change in job satisfaction. When the standardized
coefficients were reviewed, job satisfaction was the more influential of the two
independent variables and was significant to the model (β = 0.476, p < .001). Selfefficacy was less influential than job satisfaction, but contributed to the model (β = -.251,
p < .001).
The final and best fit predictive model was: School psychologist burnout = 34.806
+ (-0.251 self-efficacy) + (0.476 job satisfaction). Results appear in Tables 17 and 18.

Table 17
Multiple Regression Model Summary for Burnout Scores (ANOVA)
Model

Sum of Squares

df

Mean Square

F

p

Regression

14565.880

13

1120.452

10.498

0.000

Residuals

20491.251

192

106.725

Total

35057.131

205
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Table 18
Multiple Regression Results for School Psychologist Burnout
Burnout

B

Β

SE B

Model

R2
.42

Constant

34.806

10.87

Gender = Female

-0.295

1.91

-0.01

Marital Status = Divorced

6.889

8.24

0.12

Marital Status = Married

6.769

7.63

0.21

Marital Status = Single

7.180

8.02

0.18

Age Group = Early Adult

6.580

3.94

0.24

Age Group = Adult

-0.281

3.50

-0.01

Age Group = Late Adult

-0.236

3.91

-0.01

Work Experience = Early

-2.612

4.41

-0.10

Work Experience = Junior

4.295

4.52

0.12

-0.841

3.91

-0.03

1.200

4.10

0.03

-0.893***

0.21

-0.25

0.603***

0.07

0.48

Work Experience = Mid-career
Work Experience = Late
Self-Efficacy Code
Job Satisfaction Code

ΔR2
.38***

Note. Model = “Enter” method in SPSS Statistics; B = unstandardized regression coefficient; SE B =
standard error of the coefficient; β = standardized coefficient; R2 = coefficients of determination; ΔR2 =
adjusted R2. *p < .05. **p < .01. ***p < .001

Analysis of Research Questions
Question 1: Is there a relationship between self-efficacy and burnout among
school psychologists in the Midwest United States?
Hypothesis 1: Self-efficacy does not predict burnout among school psychologists
in the Midwest United States.
The overall burnout score was related to the self-efficacy score (p < .000), with a
beta weight of -0.251. This indicated that school psychologists with higher self-efficacy
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would experience lower burnout. Based on the results generated by the multiple
regression analysis, the researcher rejected the null hypothesis.
Question 2: Is there a relationship between job satisfaction and burnout among
school psychologists in the Midwest United States?
Hypothesis 2: Job satisfaction does not predict burnout among school
psychologists in the Midwest United States.
The overall burnout score was related to job satisfaction (p < .000), with a beta
weight of 0.476. Thus, school psychologists with high job satisfaction experienced more
burnout. Based on the multiple regression results the researcher rejected the null
hypothesis.
Question 3: Do self-efficacy and job satisfaction predict burnout among school
psychologists in the Midwest United States, when age, gender, years of experience, and
marital status, were controlled?
Hypothesis 3: Self-efficacy and job satisfaction do not predict burnout among
school psychologists in the Midwest United States, when age, gender, years of
experience, and marital status were controlled.
The multiple regression analysis confirmed that job satisfaction and self-efficacy
predicted burnout among school psychologists F (13, 192) = 10.498, p < 0.001. The
model accounted for approximately 38% of the explained variance (adjusted R² = 38).
Based on the results from the multiple regression findings for the main predictor
variable the researcher rejected the null hypothesis. These findings confirmed that selfefficacy and job satisfaction are significant predictors of burnout among school
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psychologists in the Midwest United States. Hence, the best model for predicting burnout
among school psychologists was job satisfaction and self-efficacy.
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CHAPTER 5
SUMMARY, DISCUSSION, IMPLICATIONS, AND
RECOMMENDATIONS
Introduction
The purpose of this study was to investigate the extent to which self-efficacy and
job satisfaction were predictors of burnout, among school psychologists in the Midwest
United States, when age, gender, years of service, and marital status, were controlled.
This chapter includes a summary of the literature review; a discussion of the findings of
the study; and recommendations and implications of the findings for practice and future
research.
Summary of the Literature
The burnout phenomenon has been investigated in many professions and is
considered a real threat to the wellbeing of individuals and to the optimization of caregiver service within organizations. Burnout, as defined by Maslach et al. (1996) is a
syndrome identified by increased emotional exhaustion, depersonalization, and reduced
personal accomplishment. The psychological effects of burnout include despair,
unhappiness, fatigue, and hopelessness. The depersonalization dimension was manifested
through insensitive behaviors directed toward clients or coworkers. One became cynical,
withdrawn, unsympathetic, or detached from the feelings of others. Another dimension of
burnout was apparent in faulty introspection of oneself and faulty evaluation of one's job
performance. In reduced personal accomplishment, one negatively assessed themselves
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and viewed their job performance as inadequate, unsuccessful, and unproductive. Proctor
and Steadman (2003) described burnout as an unacknowledged problem in the field of
school psychology; they and other researchers predicted the prevalence of burnout would
increase as the shortage of school psychologists increases (Kaiser et al., 2002).
Early and current studies investigated connections between demographic
variables and burnout among working professionals. However, research among the
school psychologist population was limited. Available research on the relationships of
age, years of experience, gender, and marital status to burnout were not unanimous. Some
findings indicated that older and more experienced school psychologists, and workers in
general, experienced lower levels of burnout when compared to their younger
counterparts (Brewer & Shapard, 2004; Di Benedetto & Swadling, 2014; Grepmair et al.
2007; Huberty & Huebner; 1988; Maslach, 2003; Mearns & Cain, 2003; Shoji et al.
2016). However, other studies among hospice staff, counselors, school psychologists and
women in the same job for more than sixteen years reported that the level of burnout
increased as they aged or were in the job for a longer period of time (Butler &
Constantine, 2005; Lent & Schwartz, 2012; Mackonienė & Norvilė, 2012; Schaufeli &
Enzmann, 1998; Thomas et al. 2014). Although research specific to school psychologists
was limited, insight gained from research among educators, specifically teachers, gave
insight into the roles of age and years of experience in relation to burnout levels. Saari
and Judge (2004) revealed that older teachers had higher burnout levels than younger
employees, while Ozdemir (2007), observed that burnout was apparent in early and late
career teachers.
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Findings on the relationship between gender and burnout have been inconsistent.
Thomas et al., (2014) reported that females were more prone to burnout. But others
reported higher levels of burnout among men than among women overall (Lent &
Schwartz, 2012; Thomas et al., 2014). Maslach (1982) suggested that men and women
have similar burnout levels, but found some minor differences (Maslach, 1982; 2003) in
gender and the dimensions of burnout. These studies found that the depersonalization
dimension of burnout was associated more with men, while women showed slightly
higher levels of emotional exhaustion. Mackonienė and Norvilė (2012) suggested that
gender does not affect burnout.
Burnout studies among the teaching population showed similar results; Schwab
and Iwanicki (1982) observed that male teachers had more negative feelings toward their
clients and coworkers than females did. Others reported that females experienced higher
levels of emotional exhaustion than their male colleagues (Comerchero, 2008; Luk et al.,
2010; Maslach & Jackson, 1981; Sari, 2004). Some studies on the teachers did not find
any difference between gender and the three dimensions of burnout (Asgari, 2012;
Coulter & Abney, 2009; Dworkin, 1987).
Maslach and Jackson (1985) suggested that married therapists were generally
older and psychologically more stable than unmarried ones because they had more
experience with emotional conflict, explaining that married therapists demonstrated lower
levels of burnout than their single counterparts because of the emotional support they
received from their families. According to Maslach (1982), single teachers tend to
experience more burnout than those who are married, while those who are divorced fall
between the two groups, tending to be higher in emotional exhaustion, yet demonstrating
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lower depersonalization, and a higher sense of accomplishment. Goutas (2008) reported
that unmarried people were more likely to experience burnout than married people.
Ozdemir (2007), reported that, specific to the dimensions of emotional exhaustion and
depersonalization, married people had lower levels of burnout than single, widowed, or
divorced people. The review of the literature showed that some studies did not indicate a
relationship between marital status and burnout (Al-Qaryorti & Al-Khateeb, 2006;
Schwab & Iwanicki, 1982).
School psychologists interact with students having mental, cognitive, behavioral,
physical, and psychological challenges on a daily basis. These interactions require them
to be sympathetic and empathetic, becoming very invested emotionally as they serve the
most vulnerable in their community. They work tirelessly to find suitable interventions,
accommodations, and educational plans to assist students, parents, and teachers. Existing
data indicated that many school psychologists experienced burnout (Dixon & Burns,
2012; Huberty & Huebner, 1988; Huebner, 1992, 1993, 1994; Mills & Huebner, 1998;
Niebrugee, 1994; Pierson-Hubeny & Archambault, 1987; Proctor & Steadman, 2003;
Reiner & Hartshorne, 1982; Sandoval, 1993). Although this profession produces a level
of satisfaction or a sense of accomplishment, it also brings higher levels of emotional
exhaustion. Evidence indicated that many school psychologists experienced high levels
of emotional exhaustion while having a strong sense of personal accomplishment. The
level of burnout on the emotional exhaustion dimension appeared to be higher than on the
dimensions of reduced personal accomplishment and depersonalization (Boccio, 2016;
Huberty & Huebner, 1985; Huebner, 1992; Mills & Huebner, 1998; Schilling et al.,
2018). Many school psychologists have been reported to have higher levels of emotional
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exhaustion than of depersonalization and reduced personal accomplishment; Niebrugge
(1994), studying school psychologists in Illinois, found that over 25% of the respondents
met the criterion for high emotional exhaustion, while more than 50% met the criterion
for reduced personal accomplishment, and over 10% met the criterion for high
depersonalization.
The presence of burnout among school psychologists seemed apparent from these
studies, but there exist factors which predict or buffer the magnitude of burnout. One
such factor was the level of self-efficacy possessed by an individual. Because selfefficacy affects individual thinking, feeling, and actions (Bandura, 1999), the influence
on burnout in an occupational setting was of interest in this study. Self-efficacy
represents the belief that one must actively engage in skills dealing with job-specific
tasks, challenges, and stress. Social cognitive theory (SCT) assumes that self-efficacy
determines stress-related outcomes (Bandura, 1999); burnout is an example of such an
outcome.
Literature on burnout suggested that low self-efficacy precedes burnout. Gündüz
(2012), revealed a negative relationship between self-efficacy and emotional exhaustion
and depersonalization, while there was a high and positive relationship between personal
accomplishment and self-efficacy. Studies among teachers cited by O’Brennan et al.
(2017), showed that burnout was related to low levels of self-efficacy and affected the
ability to motivate, instruct, and discipline students (Martin et al., 2012; Skaalvik &
Skaalvik, 2010). Meta-analyses by Shoji et al. (2016) and Alarcon et al. (2009) suggested
the burnout component personal accomplishment formed the strongest association with
self-efficacy. In contrast, Brown’s (2012) meta-analysis revealed that among teachers the
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associations between burnout and personal accomplishment emerged less frequently than
the associations between self-efficacy and the other two burnout components (emotional
exhaustion and depersonalization). All the studies used in Brown’s meta-analysis
reported a negative relationship between self-efficacy and burnout within the teaching
population. Although few studies existed on the relationship between self-efficacy and
burnout, existing data indicated that high levels of self-efficacy correlate negatively with
burnout (Mackonienė & Norvilė, 2012; Raižienė & Bakšytė, 2010; Schaufeli &
Greenglass, 2001).
Job satisfaction in relation to burnout was another factor considered in this study.
While the general study of job satisfaction had very early origins, the study of job
satisfaction among school psychologists emerged in the 1980s (Huebner, 1993) and was
prompted by results from a survey by Vensel (1981) which indicated that 50% of the
school psychologist population planned to leave the profession within the next five years
(Reschly & Wilson, 1995). Other studies on job satisfaction among school psychologists
showed that most (75% - 90%) were satisfied in general with their jobs (Anderson et al.,
1984; Mackonienė & Norvilė, 2012; VanVoorhis & Levinson, 2006; Wilczenski, 1997).
While job satisfaction seemed to be high among school psychologists, it has not
been reported to be a predictor of lower burnout rates. The trend of thought in some
studies indicated that although job dissatisfaction leads to emotional exhaustion and
depersonalization, there is still a fulfilling sense of personal accomplishment. A metaanalysis by Lee et al. (2011) found a correlation between job satisfaction and the three
dimensions of burnout. Further analysis showed that job satisfaction had the strongest
correlation with personal accomplishment, supporting the idea that while strenuous job
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demands lead to emotional exhaustion and depersonalization, they also provide a
fulfilling sense of personal accomplishment. Biegen (1993) reported that burnout has a
negative impact on job satisfaction; an examination of the inverse relationship found a
relationship between reduced job satisfaction and burnout among school psychologists
(Huebner, 1992).
The paucity of research among school psychologists investigating relationships
among burnout, self-efficacy, and job satisfaction was evident. Existing results from a
study in Lithuania found high levels of self-efficacy and job satisfaction were correlated
negatively with burnout (Mackonienė, & Norvilė, 2012).
Summary of Results
The sample for this study included 206 school psychologists in nine of the twelve
Midwest United States. Respondents included 164 females and 42 males. Twenty-two
percent of the participants hailed from Illinois, 9% from Indiana, 5% from Kansas, 34%
from Michigan, 4% from Minnesota, 2% from Nebraska, 8% from Ohio, 1% from South
Dakota, and 15% from Wisconsin. Of the 206 respondents, 164 reported they were
married, 28 were single, 12 were divorced, and 2 were widowed. Years of service among
respondents ranged from less than one year to 42 years. Participant birth year ranged
from 1949 to 1997.
Results from the study confirmed that all instruments used had acceptable validity
and reliability scores. The Maslach Burnout Inventory-HSS, Self-Efficacy Survey (SES),
and the Minnesota Satisfaction Questionnaire—Short Form (MSQ-SF) were used to
collect data. The validity and reliability of each instrument was assessed, meeting
acceptable levels, indicating the data collected could be trusted.
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Validity of the MBI-HSS, the SES and the MSQ—SF were assessed with an
exploratory factor analysis using principal axis and oblimin factor rotation on the survey
items. The exploratory factor analysis produced a three-factor structure for the MBI-HSS,
while one-factor structures were established for the SES and the MSQ-SF.
Reliability of the MBI-HSS was examined using Cronbach's Alpha, showing that
emotional exhaustion had a reliability score of 0.874, depersonalization had a Cronbach’s
alpha of 0.754, and personal accomplishment yielded a reliability coefficient of 0.702.
The reliability for general burnout was a Cronbach's alpha of 0.712. These reliability
scores were considered adequate. In this study of school psychology respondents in the
Midwest United States, the reliability of the SES and the MSQ—SF were robust (0.866
and 0.906 Cronbach’s alpha respectively).
Bivariate analyses were conducted between burnout and demographic factors.
Marital status differences for burnout among school psychologists affirmed that single
participants experienced the most burnout while widowed school psychologists
experienced the least. In comparing means, married/partnered school psychologists had
the second highest level of burnout, while divorced school psychologists ranked third.
These differences were significant (p = 0.02).
Some studies reported no differences between marital status and burnout (AlQaryorti & Al-Khateeb, 2006; Schwab & Iwanicki, 1982). However, Warren et al. (2013)
found that psychologists, psychotherapists, and psychiatrists experienced higher levels of
emotional exhaustion and depersonalization among the single participants when
compared to married/partnered counterparts. No difference was observed among these
groups on the reduced personal accomplishment subscale. Other studies supported the
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finding that unmarried people were more likely to experience burnout than married
people (Goutas, 2008; Jackson & Maslach, 1982; Luk et al., 2010; Ozdemir, 2007).
Jackson and Maslach (1982) explained that married people experienced less
burnout in the workplace because they have more experience in emotional conflict. They
also attributed lower burnout levels in married people to the greater emotional support
they receive from their families. One may deduce that since unmarried school
psychologists are likely to experience burnout, providing a support system in the
workplace could reduce burnout levels, perhaps even prevent burnout. Some initiatives
may include pairing school psychologists with support buddies. Support could be
encouraged between supervisors and psychologists. Support could be encouraged for
work-related and personal challenges. Due to the paucity of research on the relationship
between marital status and burnout among school psychologists, more conclusive
evidence cannot be provided at this time.
In this study, gender differences for school psychologists’ in relation to emotional
exhaustion, established that females had higher mean values than males. In the personal
accomplishment dimension, males had a slightly higher mean values, indicating that
males experienced more feelings of reduced personal accomplishment than females. In
the depersonalization dimension males reported a higher mean than females. When
comparing means on the general burnout score males had slightly more elevated values
than females.
While previous studies did not find differences in gender and burnout (Asgari,
2010; Coulter & Abney, 2009; Dworkin, 1987; Luk et al., 2010), past researchers had
two major findings. Women tended to report higher levels of emotional exhaustion while
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men tended to report higher levels of depersonalization (Comerchero, 2008; Maslach &
Jackson, 1981; Sari, 2004;).
Maslach (1982) suggested that men and women have similar burnout experiences,
but with slight differences. Men showed slightly more instances of depersonalization
while women showed slightly more emotional exhaustion. Maslach attributed these
differences to masculine and feminine gender roles.
In this study, the bivariate analysis of work experience and burnout suggested that
participants with 10-14 years of service experienced the highest levels of burnout while
those with 30 and more years of service experienced the least burnout. When means were
compared, school psychologists with less than 10 years of service had the second highest
level of burnout, while those with 25-29 years of experience ranked third and school
psychologists with 15-24 years of work experience ranked fourth. These results suggested
that more experienced school psychologists had lower levels of burnout. To examine the
relationship between school psychologist burnout and age a Pearson's Correlation was
conducted on the data, revealing there was a negative correlation between age and
burnout; the finding was significant. Younger school psychologists experienced more
burnout than their older colleagues.
Consistent with these findings, previous studies indicated that older, more
experienced employees reported lower levels of burnout (Brewer & Shapard, 2004; Lim
et al., 2010; Luk et al., 2010; Maslach, 2003; Mearns & Cain, 2003; Shoji et al., 2016).
This negative relationship was found among school psychologists by Huberty and
Huebner (1988); among psychologists (Di Benedetto & Swadling, 2014; Grepmair et al.,
2007); among counseling psychologists by Vredenburgh et al. (1999); and by Rogers and
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Dodson (1988) among occupational therapists. Support of the negative relationship
between burnout and age was found in the normative data reported in the Maslach
Burnout Inventory Manual.
In a meta-analysis, Shoji et al. (2016) explained that older workers, because of
their wealth of experience, believe they can deal with challenging situations effectively,
thus lowering their burnout potential. They further suggested that older, more
experienced workers have accumulated a bank of protective resources they could actively
engage in to lower their burnout. Di Benedetto & Swadling (2014) attributed these
findings to the resilience of employees. They suggested that those who are more sensitive
to burnout may leave the profession very early; while those who can cope with burnout
remain. Thomas et al. (2014) credited lower levels of burnout in older workers to
familiarity with routine roles and expectations.
Contrary to these findings, Schaufeli and Enzmann (1998) found that burnout
levels increased with age and length of service among hospice workers. Butler and
Constantine (2005) reported higher levels of burnout among school counselors who had
been in the profession for 20 to 29 years when compared to those who had been in the
profession shorter periods. A Finnish study by Ahola et al. (2016), suggested that women
who had worked more than 16 years in the same profession scored a little higher on
burnout compared to those who had less work experience. But Lent and Schwartz (2012)
and Thomas et al. (2014) reported that older workers were less likely to suffer high levels
of burnout when compared to younger counterparts; they indicated that older employees
with longer tenure can have higher burnout rates due to the decrease in physical, mental,
and emotional ability accompanying the aging process.
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Mackonienė and Norvilė (2012), explained that the positive correlation between
burnout and age among school psychologists might be due to “more duties and
responsibilities, spending more hours doing paperwork and administrative work, and
fewer hours doing therapy, or by working with difficult and uncooperative teenagers for a
long time” (p. 209). They suggested that school psychologists reporting higher levels of
burnout at older ages may have personality traits making them more likely to experience
burnout.
Research Questions, Hypotheses, Results, Discussion

Research Question 1
Is there a relationship between self-efficacy and burnout among school
psychologists in the Midwest United States?
Hypothesis
Self-efficacy does not predict burnout among school psychologists in the Midwest
United States.
Results
The analyses indicated that self-efficacy predicted burnout among school
psychologists in the Midwest United States (p < .000). The beta weight was -0.251,
indicating that school psychologists with higher self-efficacy scores experienced less
burnout. Based on the results generated by the multiple regression, the null hypothesis
Hl0, was rejected.
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Discussion
Based on these results, self-efficacy, measured by the SCT, predicts burnout in
the current study. Previous studies demonstrated that employed persons with high
awareness of self-efficacy avoid burnout because they know their capabilities and
competencies and set realistic goals (Alessandri et al., 2018). Although studies done
among school psychologists are sparse, they revealed that correlations between burnout
and self-efficacy were significant. (Mackonienė & Norvilė, 2012; Raižienė & Bakšytė
2010; Schaufeli & Greenglass, 2001). High levels of self-efficacy correlated negatively
with burnout. To explain the influence of self-efficacy on burnout, we should examine
the sources of self-efficacy.
Within the context of the theoretical framework of SCT, four sources of
information contribute to self-efficacy. Bandura, the father of SCT, lists them as enactive
mastery experiences, vicarious experiences, verbal persuasion, and physiological and
affective states. Of the four sources, mastery of experiences was the most influential form
of efficacy information as it produced evidence of competence (Bandura, 1997). The
results of this study indicated that the early career and junior groups experienced higher
levels of burnout when compared to seniors. Perhaps these groups have not had sufficient
experience to complete a task successfully and therefore their belief that it can be
accomplished again is not strengthened. Another reason can be explained by the learning
curve theory which postulates that the more individuals repeat a process or activity, the
more adept they become. Thus, less experienced school psychologists are more prone to
burnout because of limited experiences to reference in challenging situations.
Another source of self-efficacy belief was vicarious experiences. This construct
refers to modeling as a tool for promoting self-efficacy. In the field of school psychology,
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practicum and internships are important requirements of the program. Even after initial
employment, some school districts assign a mentor to new psychologists for a year.
When colleagues or supervisors demonstrate mastery of challenging tasks, they act as
social models. The observer then makes a comparison, reaching conclusions about their
own abilities. Thus, school systems should set up opportunities for early career and junior
school psychologists to observe seniors or work alongside seniors on rare, challenging
cases and tasks. The third component, verbal persuasion, emphasizes the need for
supervisors, administrators, and other team members to provide positive feedback. The
fourth, least influential, source is found within the physiological and affective states of an
individual. The more competent one becomes through practice, observation of models,
and verbal reinforcement, the more their physical and mental status are enhanced,
reducing stress levels, burnout, and negative emotions (Bandura, 1997).
Self-efficacy affects individual thinking, feeling, and actions (Bandura, 1999).
These factors determine the level of burnout experienced. In the SCT of behavior change,
Bandura hypothesized that expectations of self-efficacy determined whether one would
take initiatives, how much effort would be placed on completing the task, and whether
one would persist in the face of obstacles or be willing to try again when failure occurs.
In light of these findings, school psychologists should engage in self-efficacy building
activities. Such activities can be initiated on personal, school district, and university
levels.
Research Question 2
Is there a relationship between job satisfaction and burnout among school
psychologists in the Midwest United States?
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Hypothesis
Job satisfaction did not predict burnout among school psychologists in the
Midwest United States.
Results
The results confirmed that was a positive relationship between job satisfaction
and burnout (b=0.476, p<.000). Thus, school psychologists with high job satisfaction
experienced more burnout. Based on these findings, the null hypothesis H20 was rejected.
Discussion
While the relationship between job satisfaction and burnout was significant, the
direction of the impact seems counter-intuitive. SCT, as proposed by Bandura (1986),
suggests that an individual with high self-efficacy will set realistic goals and pursue them
because they believe they have the capability to complete them and thus experience a
higher level of job satisfaction. An extension to the SCT is the social cognitive career
theory (SCCT). Lent and Brown (2008) adapted the SCCT to examine job/work
satisfaction, and concluded that work satisfaction was influenced directly by personality
traits, affective traits, environmental supports, resources, and obstacles. They reiterated
that individuals with higher self-efficacy were more likely to take an active approach
when confronted with stressful work conditions and to implement solutions, when
compared with individuals having lower levels of self-efficacy. Judge & Bono (2001)
associated higher self-efficacy with job satisfaction. Thus, workers who believe in their
ability to handle job demands cope more effectively with stress and burnout and are more
satisfied in their jobs.
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Some studies contradict the findings of this study by Judge & Bono (2001).
Biegen (1993) demonstrated that job burnout among nurses had a negative impact on job
satisfaction. Huebner (1992) found a relationship between reduced job satisfaction and
burnout among school psychologists. However, in Lithuania, despite moderate levels of
burnout among school psychologists, most of them indicated they were satisfied with
their job (Mackonienė & Norvilė, 2012). A meta-analysis by Lee et al. (2011) showed
that while job satisfaction was correlated with the three dimensions of burnout, the
strongest correlation was with the personal accomplishment dimension. This indicated
that although strenuous job demands can lead to emotional exhaustion and
depersonalization, they provided fulfilling sense of personal accomplishment among
psychotherapists.
Human service jobs including school psychology, demand a high level of
empathy and emotional connection with the clients served. A major part of job
satisfaction in this field is arrival at positive outcomes for each client. Therefore, many
are willing to go beyond the call of duty to ensure that client needs are met. As part of his
structural strain theory, Robert Merton (as cited in Flynn, 2011) refers to ritualism as one
of the five responses to strain, stating that personal ritualism occurs when a person rejects
the normative goals of society but continues to participate in means of attaining them.
Ritualism occurs when one pursues goals set by society even though the achievement of
these goals are unrealistic, unachievable, or forlorn (Flynn, 2011). We can hypothesize
that school psychologists in this sample were single-minded in their pursuit of goals
which brought a level of job satisfaction. Ritualism among school psychologists can be
viewed from an organizational level in that many school psychologists believe the school
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system is broken and that more should be done to alleviate stress and burnout; but they
continue to strive to achieve their goals despite their concerns about the system.

Research Question 3
Does self-efficacy and job satisfaction predict burnout among school
psychologists in Midwest United States when age, years of experience, gender, and
marital status are controlled?
Hypothesis
Self-efficacy and job satisfaction do not predict burnout among school
psychologists in the Midwest United States when age, years of experience, gender, and
marital status, are controlled.
Results
After controlling for age, years of experience, gender, and marital status, the
findings indicated that job satisfaction and self-efficacy predicted burnout among school
psychologists F (13,192) = 10.498, p < 0.001. This model accounted for approximately
38% of the explained variance (adjusted R² = 38). Thus, school psychologists’ burnout =
34.806 + (-0.251 Self-efficacy) + (0.476 Job Satisfaction). Based on these results from
the multiple regression the null hypothesis was rejected. The best most parsimonious
model for predicting burnout among school psychologists included job satisfaction and
self-efficacy in the selected Midwestern states.
Discussion
Bandura (1997) posited that SCT connects burnout, self-efficacy, and job
satisfaction. Bandura stated that “perceived self-efficacy is not a measure of the skills one
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has, but a belief about what one can do under different sets of conditions with whatever
skills one possesses” (p. 37). Workers who believed in their ability to handle job demands
coped more effectively with stress and burnout and were more content or satisfied in their
jobs. We can interpret that a person with high self-efficacy will be more satisfied doing
an assigned task; these capabilities will assist in avoidance of burnout. According to
Bandura (1997), SCT predicts that a person with high self-efficacy about a particular
activity is likely to approach it positively and persevere despite drawbacks. Thus, even in
challenging job situations, persons with high self-efficacy approach the challenge in such
a way as to avoid burnout and to avoid becoming dissatisfied with the job.
The results of this study, however, indicated that higher job satisfaction was
positively correlated with higher levels of burnout. Based on SCT’s explanation of
human motivation and behavior in different environments, one may theorize that school
psychologists are motivated by their ability to reach resolutions for their clients even at
the cost of burnout. When these tasks get more challenging, they persevere and gain a
greater sense of satisfaction when the job is done well. Lent and Brown’s (2008) SCCT
explained that personality traits, affective traits, environmental supports, resources, and
obstacles directly influence work satisfaction. These traits influence burnout. We can
infer that school psychologists in this sample were not equipped with resources that
promoted high self-efficacy, high job satisfaction, and lower burnout levels. Factors
accounting for these results may be examined in future studies.
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Conclusion
The aim of this study was to investigate whether self-efficacy and job satisfaction
were predictors of burnout when age, gender, years of service, and marital status were
controlled among school psychologists in the Midwest United States.
One observation from this study, was that school psychologists classified as early
career and juniors reported higher levels of burnout when compared to their senior
counterparts. This was rationalized by limited experience or opportunities to practice
among early school psychologists. Shoji et al. (2016) explained that school psychologists
in the field for a longer period of time have a bank of experience, allowing them to
believe they can handle challenging situations, thereby managing the potential for
burnout. Other researchers credit lower levels of burnout in more experienced school
psychologists to the familiarity and routine of roles and expectations, while others
attributed these findings to resilience and personality traits.
Higher levels of burnout were reported among school psychologists who were
not married, when compared to their married or partnered counterparts. The suggestion
was that married people experienced less burnout in the workplace because they have had
more experience dealing with emotional conflict (Maslach & Jackson 1982). Lower
burnout levels among married school psychologists could be explained by the emotional
support they receive from their families.
This study also confirmed that school psychologists’ self-efficacy predicted
burnout. The results indicated that school psychologists with higher self-efficacy had
lower burnout levels. Previous studies explained that employees with an awareness of
self-efficacy avoided burnout because they knew their capabilities and competencies and
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set realistic goals. For example, if someone is competent in a task, they need less
emotional, physical, and psychological effort, thus lowering the possibility of burnout.
As predicted, school psychologists’ burnout was influenced by job satisfaction.
However, contrary to reason, higher burnout levels were found in those with higher job
satisfaction. Analysis of previous studies suggested that job satisfaction was correlated
with all dimensions of burnout but the strongest correlation was in the area of personal
accomplishment. This explains that even though work challenges contribute to emotional
exhaustion and depersonalization, they still offer school psychologists a sense of personal
accomplishment. An explanation could be that school psychologists respond to strain by
adopting ritualism. In spite of the pressures associated with the job, they strove to
maintain their goals, and although burnt out, they were satisfied with a job well done.

Recommendations for Future Research
Four recommendations for future research are suggested from these results. The
first is to conduct a study using a simple or stratified random sample of school
psychologists in the Midwest United States to provide an understanding of the
generalizability of these results.
The second is to investigate other demographic and independent variables that
may contribute to burnout within the school psychologist population. Other control
variables which could be considered are ratio of students to psychologist, ethnicity, and
religious affiliations. there are other possibilities.
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The third would be to determine whether any other combinations of variables act
as buffers against work-related burnout. Resources that could be investigated as potential
buffers include social support, level of resilience, and personality traits.
The fourth would be to investigate factors explaining why school psychologists
are satisfied in a job even when it causes burnout. The results here indicated a
counterintuitive direction of impact as higher job satisfaction correlated with higher
levels of burnout. Further studies should investigate contributing factors to these results
among school psychologists.
Implications for Practice
School psychologists may be at greater risk than other psychological service
providers for developing some forms of burnout reactions (Huebner, 1993; Huebner et
al., 2002). In light of mental health issues resulting from the Covid 19 pandemic,
increased mass shootings at school, and economic concerns, school psychologist case
loads have increased because the levels of trauma among the communities they serve
have increased. This study points to the importance of identifying contributing factors
proactively and developing strategies to prevent and respond to feelings of burnout
among school psychologists.
The findings of this study are beneficial to administrators, supervisors, and school
psychologists within school environments. They provide information about variables
capturing the experience of school psychologists. This study implies there is a need for
administrators and supervisors to provide additional support for school psychologists in
the early career and junior phases of work experience, since these groups reported more
burnout than their senior counterparts
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Single school psychologists reported higher levels of burnout. The available
literature suggested this may be due to limited social support. Therefore, avenues for
mentoring, collaboration, and social support could be established at administrative,
supervisory, and personal levels.
Since this study established that higher levels of self-efficacy correlated with
lower burnout levels, self-improvement courses could be used to develop competence and
to keep abreast with research-based interventions relevant to the field of school
psychology. Self-efficacy enrichment activities can be encouraged from the
administrative level as well. Programs supporting self-care can be beneficial to prevent
school psychologists from experiencing symptoms of burnout, while they strive to
accomplish their occupational goals.
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APPENDIX A
Variable Table
Variable Name
Burnout

Depersonalization
(depersonalization)

Conceptual Definition
Maslach et al. (1996) examined burnout
as a syndrome of reduced personal
accmplishment, increased emotional
exhaustion, and increased
depersonalization experienced by
individuals that work closely with
people. Job burnout includes feeling
exhausted physically, emotionally,
and or mentally in the context of work
Maslach & Jackson (1981).
depersonalization is characterized by the
adoption of callous and overly
detached attitudes toward one’s
clients, including the belief that
clients are to blame for their
difficulties (Maslach & Jackson,
1986). One may become hostile,
insensitive, and excessively detached.

Operational Definition
The Maslach Burnout Inventory-Human Services
Survey (MBI-HSS) was used to assess
burnout levels among school psychologists.
MBI-HSS was designed to assess three
aspects of burnout with a total of 22
questions. emotional exhaustion (9 items),
depersonalization (5 items), and personal
accomplishment (8 items). Each dimension
provides a separate score which cannot be
combined with the other scores.
MBI-HSS will be used to assess
depersonalization. 5 items from the scale will
measure depersonalization. Each item on this
scale is rated on a 7-point Likert scale with 1
rated as ‘never’ and 7 rated as ‘everyday’.
Cronbach’s alpha for depersonalization is 0.79.

136

Instrumental Definition
Questionnaire items in Section 3.
Questions 1–22.

Section 3 question items for
depersonalization are
questions 05, 10, 11, 15, 22 (5
items)
Scoring:
High: 13 +
Moderate: 7-12
Low: 0-6

Variable Name
Emotional Exhaustion
(emotional
exhaustion)

Reduced Personal
Accomplishment
(personal
accomplishment)

Self-efficacy

Conceptual Definition
Wright & Cropanzano (1998), and
Maslach & Leiter (2007) defined
emotional exhaustion as a long-lasting
state of physical and emotional
drainage which could have been
triggered because of elevated job
expectations, personal demands and
stress.
Reduced personal accomplishment can be
viewed as an impaired feeling of selffulfillment as well as lower selfevaluation of effectiveness in the
work role. A diminished sense of
personal accomplishment is evidenced
by negative judgments regarding
one’s efforts, skills, and professional
achievements (Maslach & Jackson,
1986).
Self-efficacy can be defined as the
confidence that a person has in his/her
ability to successfully perform a task.
Self-efficacy hinges heavily on one’s
belief rather than their actual ability in
completing a task. Self-efficacy can
affect individuals' thinking, feeling,
and actions; it influences the length of
time and the amount of energy and
effort that they invest in a task
(Bandura, 1999).

Operational Definition
MBI-HSS will be used to assess emotional
exhaustion. 9 items from the scale will
measure emotional exhaustion. Each item on
this scale is rated on a 7-point Likert scale
with 1 rated as ‘never’ and 7 rated as
‘everyday’.
Cronbach’s alpha for emotional exhaustion is
0.90.
MBI-HSS will be used to assess personal
accomplishment. 8 items from the scale will
measure personal accomplishment. Each item
on this scale is rated on a 7-point Likert scale
with 1 rated as ‘never’ and 7 rated as
‘everyday’.
The Cronbach’s alpha for personal
accomplishment is 0.71

SES (Jerusalem & Schwarzer, 1992) will be used
to measure self-efficacy. The scale has 10
items and is a four-point scale. The scale has
10 items with 4-point scale, ranging from 1 to
4 (1 = not at all true), (2 = hardly true), (3 =
moderately true), (4 = exactly true).
Responses to all the 10 items must be
summed up to yield the final composite score
with a range from 10 to 40.
The scale has a reliability coefficient of Cronbach
a = 0.849.
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Instrumental Definition
Section 3 items that measure
emotional exhaustion are:
questions 01, 02, 03, 06, 08,
13, 14, 16, 20 (9 items)
High: 27+
Moderate: 17-26
Low: 0-16
Section 3 items measuring
reduced personal
accomplishment are:
questions 04, 07, 09, 12, 17,
18, 19, 21, (8 items)
High: 0-31
Moderate: 32-38
Low: 39+

Section 4 items are used to
measure self-efficacy.
The total score is calculated by
summing all the items. For
General Self-efficacy, the total
score ranges between 10 and
40, with a higher score
indicating more self-efficacy.

Variable Name
Job Satisfaction

Conceptual Definition
Job satisfaction is the pleasurable
emotional state resulting from the
appraisal of one’s job as achieving or
facilitating the achievement of one’s
job values” (Locke, 1969). It can be
further explained that job satisfaction
represents the affective and cognitive
response of an individual towards
one’s job situation.

Operational Definition
This study will utilize the Minnesota Satisfaction
Questionnaire-Short Form (MSQ-SF) to
assess job satisfaction. The MSQ-SF
developed by Weiss et al., (1967) consists of
measures on three scales measuring Intrinsic,
Extrinsic, and General Satisfaction. The short
form consists of 20 self-administered items.
On this scale respondents are required to rate
each item on a 5-point Likert-type scale
ranging from 1 (very dissatisfied) to 5 (very
satisfied). The Intrinsic Satisfaction subscale
(12 items) satisfaction derived from internal
features of the job. The Extrinsic Satisfaction
subscale (8 items) measures gratification
derived from external aspects of the job. All
20 items on the MSQ-SF measure General
Satisfaction.

Instrumental Definition
Section 5 will assess levels of job
satisfaction.

The Cronbach’s alpha ranges are as follows: the
overall instrument (range of α = 0.87 to α =
0.92), the intrinsic scale (range of α = 0.84 to
α = 0.91), and the extrinsic scale (range of α =
0.77 to α = 0.82).

Subscales are intrinsic job factors,
extrinsic job factors.
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Intrinsic Satisfaction: Items 1-4,
7-11, 15, 16, and 20 are
totaled.
IS = Intrinsic Satisfaction
subscale (12 items)
Extrinsic Satisfaction: Items 5, 6,
12-14, and 17-19 are totaled.
ES = Extrinsic Satisfaction
subscale (6 items)
General Items include 17 & 18
plus all other items.
GI = General items (2 items, plus
all other items)

scores = sum of items on the
subscale higher scores
indicate higher job satisfaction
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Important Note to Licensee
If you have purchased a license to reproduce or administer a fixed number of
copies of an existing Mind Garden instrument, manual, or workbook, you agree that it is
your legal responsibility to compensate the copyright holder of this work — via payment
to Mind Garden — for reproduction or administration in any medium. Reproduction
includes all forms of physical or electronic administration including online survey,
handheld survey devices, etc.
The copyright holder has agreed to grant a license to reproduce the specified
number of copies of this document or instrument within three years from the date of
purchase.
You agree that you or a person in your organization will be assigned to track the
number of reproductions or administrations and will be responsible for compensating
Mind Garden for any reproductions or administrations in excess of the number
purchased.
This instrument is covered by U.S. and international copyright laws. Any use of
this instrument, in whole or in part, is subject to such laws and is expressly prohibited by
the copyright holder. If you would like to request permission to use or reproduce the
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IRB Protocol #:22-024 Application Type: Original
Dept.: Graduate Psychology & Counseling
Review Category: Exempt Action Taken: Approved Advisor: Elvin Gabriel
Title: Self-efficacy and job satisfaction as predictors of burnout among school psychologists.
Your IRB application for approval of research involving human subjects entitled: “Self- efficacy and job
satisfaction as predictors of burnout among school psychologists” IRB protocol # 22-024 has been
evaluated and determined Exempt from IRB review under regulation CFR 46.104 (2)(i): Research that
includes survey procedures in which information obtained is recorded by the investigator in such a manner
that the identity of the human subjects cannot readily be ascertained, directly or through identifiers linked
to the subject. You may now proceed with your research.
Please note that any future changes made to the study design and/or informed consent form require prior
approval from the IRB before such changes can be implemented.
In case you need to make changes please use the attached report form.
While there appears to be no more than minimum risks with your study, should an incidence occur that
results in a research-related adverse reaction and/or physical injury, this must be reported immediately in
writing to the IRB. Any research-related physical injury must also be reported immediately to the
University Physician, Dr. Katherine, by calling (269) 473-2222.
We ask that you reference the protocol number in any future correspondence regarding this study for easy
retrieval of information.
Best wishes in your research. Sincerely,

Mordekai Ongo, PhD.
Research Integrity and Compliance Officer
Institutional Review Board – 8488 E Campus Circle Dr Room 234 - Berrien Springs, MI 49104-0355 Tel:
(269) 471-6361 E-mail: irb@andrews.edu
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APPENDIX D
Invitation to Participate—Administrators
Director of Special Education/Administrator,
03/03/2022
SUBJECT: Permission to Survey School Psychologists
Dear Sir/Madam,
My name is Elizabeth Mc Knight-Romney, a school psychology doctoral student
at Andrews University in Michigan. I am conducting a study on Self-Efficacy and Job
Satisfaction as Predictors of Burnout Among School Psychologists in the Midwestern US,
and I am kindly requesting the participation of the school psychologists in your school
district/ISD/RESA.
Research has revealed that school psychologists are more likely to experience
burnout because of job-related stressors such as role overload, time pressures,
depersonalization, and compassion fatigue. A primary objective of this study is to provide
these hard-working professionals with strategies that would mitigate its deleterious
effects.
This study will also provide school districts, university training programs, state
and national organizations, and other stakeholders, with valuable information on the
current levels of burnout among school psychologists in the Midwestern US. It will also
add to the growing consensus of knowledge regarding burnout and self-efficacy, as well
as job satisfaction of school psychologists.
I shall be highly obliged if you approve of my request, and distribute the survey
link below to all school psychologists within your jurisdiction.
https://docs.google.com/forms/d/e/1FAIpQLSeZRzNa7KEBpoedNIDsWPhREIZA0qUa
Y3TFbK6f5lPZoAQNhg/formResponse
Yours Respectfully,
Elizabeth Mc Knight- Romney
517 775 7737
Lizzylavaun@gmail.com
romneymc@andrews.edu
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APPENDIX E
Invitation to Participate—School Psychologists
Dear Invitee,
My name is Elizabeth Mc Knight-Romney, and I am pursuing a PhD in School
Psychology at Andrews University in Michigan. I am kindly requesting your participation
in a research study that I am conducting on Self-Efficacy and Job Satisfaction as
Predictors of Burnout Among School Psychologists in the Midwestern US. The survey
will take approximately 15 minutes to complete.
Participation in this research is completely voluntary, and you may withdraw at
any time. Since the study is completely anonymous, you will not be required to provide
your name or any other identifying information. However, if you wish to be included in
the random draw for one (1) of two (2) $50 Amazon gift cards, your email address will be
required upon completion of the survey. Your email address will only be used to contact
you if you win a gift card.
If you would like to participate in the study please click the survey link below,
and read the informed consent. Your participation will greatly benefit school
psychologists in mitigating the harmful effects of burnout.
This study is also designed to provide school districts, university training
programs, state and national organizations and other stakeholders with valuable
information on the current levels of burnout of school psychologists in Midwestern, US.
It will add to the growing consensus of knowledge regarding burnout and self-efficacy as
well as job satisfaction of school psychologists.
Thank you for your time and participation.
https://docs.google.com/forms/d/e/1FAIpQLSeZRzNa7KEBpoedNIDsWPhREIZA0qUa
Y3TFbK6f5lPZoAQNhg/formResponse
Yours Respectfully,
Elizabeth Mc Knight- Romney
517 775 7737
Lizzylavaun@gmail.com
romneymc@andrews.edu
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APPENDIX F

INFORMED CONSENT LETTER
Andrews University
Online Survey Consent Form
You are being invited to participate in a research study titled “Self-efficacy and
Job satisfaction as predictors of burnout among school psychologists in Midwestern
United States”. This study is being done by Elizabeth Mc Knight-Romney from Andrews
University. You were selected to participate in this study because you are a school
psychologist practicing in one of the Midwestern states of the US.
The purpose of this research study is to investigate whether self-efficacy and job
satisfaction serve as predictors of burnout among school psychologists. This study will
also seek to investigate how demographic factors such as age, gender, marital status and
years of experience affect burnout levels. If you agree to take part in this study, you will
be asked to complete an online survey/questionnaire. This survey/questionnaire will ask
about how you feel about certain aspects of your job and it will take you approximately
15 minutes to complete.
You may not immediately benefit from this research; however, we hope that your
participation in the study may provide knowledge that would help prevent burnout out
among school psychologists.
We believe there are no known risks associated with this research study, however,
as with any online related activity, the risk of a breach of confidentiality is always
possible. To the best of our ability your answers in this study will remain confidential.
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We will minimize any risks by ensuring that the data is password protected and only the
primary researcher would have access to the completed questionnaires.
Your participation in this study is completely voluntary and you can withdraw at
any time. You are free to skip any question that you choose.
If you have questions about this project or if you have a research-related problem,
you may contact the researcher’s advisor Dr Elvin Gabriel (gabriel@andrews.edu) or the
researcher, Elizabeth Mc Knight-Romney (romneymc@andrews.edu). If you have any
questions concerning your welfare and rights as a research subject, you may contact the
Andrews University IRB Office at (269) 471-6361 or irb@andrews.edu.
By clicking “I agree” below you are indicating that you are at least 18 years old,
have read and understood this consent form and agree to participate in this research
study. Please print a copy of this page for your records.
I agree to participate ______
I do not agree to participate ______
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APPENDIX G
Survey Link and Research Questionnaire
https://docs.google.com/forms/d/1Dd5ks9h5g5YOCBj1oLOvkEzQ1lMhmGOGRy08XG
a20Fg/prefill
Research Questionnaire
Self-Efficacy and Job Satisfaction as Predictors of Burnout Among School Psychologists
in the Midwestern United States
Principal Investigator: Elizabeth Mc Knight-Romney
Purpose of the Study
The purpose of this study is to investigate whether self-efficacy and job
satisfaction are predictors of burnout among school psychologists.
Risk Involved
There is minimal risk to this study as the probability and magnitude of harm or
discomfort anticipated in the research are not greater in and of themselves than those
ordinarily encountered in daily life. This Questionnaire is non-sensitive in nature and
cannot be aligned with participants.
Assurance
This survey is anonymous as there are no identification markers that can be traced
back to you. Information shared and data collected will be confidential and emails
collected will be deleted after the amazon draw.
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Participants Rights
Participation in this study is completely voluntary. You can choose not to
participate, or, if you decide to participate, you can choose to stop participating at any
time.
Benefits to Participants
Data collected will add to the body of researched information that will be
beneficial for the school psychology profession. Published works will be able to represent
your views.
Additionally you will be eligible to win one (1) of two (2) Amazon gift cards.
Do you wish to participate in this study?
Yes []

No []
Demographic Information

1. In what year were you born?
2. How long have you been a School Psychologists?
3. Gender
Male []
Female
Non-binary
Other []

[]
[]

4. What is your marital status?
married/partnered
single []
divorced
[]
widowed
[]

[]
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Maslach Burnout Inventory-Human Services Survey (MBI-HSS)
The MBI –HSS is a 22 –item self-report instrument that measures the syndrome
of burnout among human service professionals (Maslach, Jackson, & Leiter, 1996).
Using the 7-point Likert scale, for each of the 22 statements, indicate the
frequency of a feeling, experience, or perception. The Likert scale ranges from 0 –6
indicating:
0 Never
1 A few times a year or less
2 Once a month or less
3 A few times a month
4 Once a week
5 A few times a week
6 Every day
MBI - Human Services Survey - MBI-HSS:
I feel emotionally drained from my work.
I have accomplished many worthwhile things in this job.
I don’t really care what happens to some recipients.

Copyright ©1981 Christina Maslach & Susan E. Jackson. All rights reserved in all media.
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Self-Efficacy Scale
The Self-Efficacy Scale (Jerusalem & Schwarzer, 1992) contains 10 items and is
a four-point scale. The scale was created to assess a general sense of perceived selfefficacy with the aim in mind to predict coping with daily hassles as well as adaptation
after experiencing all kinds of stressful life events.
Please indicate your opinion about each of the statements below by choosing
ONE of the following responses on the 4-point scale, ranging from 1 to 4,
1 = not at all true
2 = hardly true
3 = moderately true
4 = exactly true
1
1

I can always manage to solve difficult problems if I try hard
enough.

2

If someone opposes me, I can find the means and ways to get
what I want.

3

It is easy for me to stick to my aims and accomplish my goals.

4

I am confident that I could deal efficiently with unexpected
events.

5

Thanks to my resourcefulness, I know how to handle
unforeseen situations.

6

I can solve most problems if I invest the necessary effort.

7

I can remain calm when facing difficulties because I can rely
on my coping abilities.

8

When I am confronted with a problem, I can usually find
several solutions.

9

If I am in trouble, I can usually think of a solution.

10

I can usually handle whatever comes my way.
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2

3

4

Job Satisfaction: Minnesota Satisfaction Questionnaire-Short Form (MSQ-SF)
The MSQ-SF consist of measures on three scales measuring, Intrinsic, Extrinsic
and General satisfaction. On this scale respondents are required to rate each item on a 5point Likert-type scale ranging from 1 (very dissatisfied) to 5 (very satisfied).
Please select one of five responses for each item.
1 = very satisfied
2 = satisfied
3 = neither (dissatisfied or satisfied)
4 = dissatisfied
5 = very dissatisfied
On my present job, this is how I feel about
1
1

Being able to keep busy all the time.

2

The chance to work alone on the job.

3

The chance to do different things from time to time.

4

The chance to be "somebody" in the community.

5

The way my boss handles his/her workers.

6

The competence of my supervisor in making decisions.

7

Being able to do things that don't go against my
conscience.

8

The way my job provides for steady employment.

9

The chance to do things for other people.
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2

3

4

5

1
10

The chance to tell people what to do.

11

The chance to do something that makes use of my
abilities.

12

The way company policies are put into practice.

13

My pay and the amount of work I do.

14

The chances for advancement on this job.

15

The freedom to use my own judgment.

16

The chance to try my own methods of doing the job.

17

The working conditions.

18

The way my coworkers get along with each other.

19

The praise I get for doing a good job.

20

The feeling of accomplishment I get from the job.

2

3

4

Amazon Draw
Do you wish to enter your email address for a chance to win one (1) of two (2)
$50 Amazon gift cards?
Yes []
No []
If you answered YES to the above question, please share your email address
below. _______________________________________________
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